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The purpose of this study was to analyze the impact of downsizing in 
Colleges and Universities and in Corporations on the employees who remain, the 
survivors. To accomplish this objective, a sample of 335 survivors responded to a 
Job Satisfaction and Anxiety questionnaire designed to elicit the relevant data with 
which to analyze the questions underlying this objective. Of the 335 respondents, 
190 were from corporations and 145 respondents were from colleges and 
universities. 
The data was analyzed utilizing two statistical instruments, They were the 
Pearson Product-Moment Correlation, and the Multiple Regression Analysis. 
While the study revealed that there was very little correlation between 
demographics variables, anxiety, and job satisfaction, there were substantial 
evidence that current management strategies for implementing downsizing is 
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producing considerable anxiety, distrust and a low level of loyalty among survivors 
of downsizing. 
Given these findings, this study recommended a set of actions that should be 
considered by each of the parties to the downsizing process; namely, management, 
survivors themselves and counselors. Carefully executed, these recommendations 
could inprove the perception of the fairness of the downsizing process 
substantially. It could also inprove the morale of the survivor, increase 
productivity and motivate a more satisfied employee and for profit-making 
organizations, improve profit. 
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This study examined the relationship between downsizing and perceived job 
satisfaction of supervisors, managers, technicians, professors,and other 
professionals who are survivors of downsizing in corporations and educational 
institutions. 
The information in this study was based upon descriptive data of the 
respondents who were employed full time, had been in the workplace at least five 
years and had earned at least a bachelor’s degree. The purpose of this study was 
to analyze the relationship between selected psychological factors (stress and 
anxiety) of downsizing and job satisfaction of those employees who remained in the 
workforce, i.e, survivors in both selected educational institutions and corporations. 
Downsizing in this study was defined as a systematic reduction of a 
workforce resulting from a combination of perceived threats and a belief that there 
are excess jobs in the organization (Aldridge, 1991). It also has as it’s purpose to 
reduce cost. The survivors in this study referred to employees who remained with 
their organization after the downsizing process (Cooper-Schnieder, 1989). It is 
hoped that this study will improve the management and counseling strategies of the 
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institutions engaged in downsizing and the job satisfaction of those employees who 
remain. 
Numerous studies have been done that focused upon the employees that 
were "laid off as a result of downsizing. However, only a few studies have been 
done that focused upon the survivors (Brockner, 1987; Greenhalga, 1988; Noer, 
1993). It was the belief of the researcher that the job satisfaction of survivors of 
downsizing could be improved significantly, if there were some means of studying 
and analyzing recorded data that were measurable. This study sought to remedy 
that situation. 
American industry and educational institutions are going through a major 
transition. These changes, prompted by global competition and a United States’ 
economy that has not performed up to its potential, are forcing larger corporations 
and educational institutions to cut cost by any means necessary (Greenhaugh, 
1988). Why are corporations downsizing? By their own admission, it has to do 
with profit (Hasetine, 1994). Our educational institutions’ problems on the other 
hand, are rooted in size (Naylor, 1994). Excessive federal, state, and local 
educational bureaucracies have contributed to the demise of public education in 
America. Bigger schools are not necessarily better schools. According to Naylor, 
American universities have tried, unsuccessfully, to be all things to all people. 
"Many large universities have become inefficient, dehumanized, bureaucratic, 
agglomerations of unrelated activities. This is a far cry from the 1950s and 1960s, 
when universities were viewed by American conservatives as economic growth 
3 
engines by liberals as agents of social change, and by taxpayers as avenues of 
social mobility" (Naylor, 1994). 
The pervasiveness of downsizing in our system led Geewax (1996), a 
syndicated columnist, to label this era as one of the major traumatic periods in 
American history. In this regard, Geewax concluded that, for the past two 
centuries, our democracy has been stable because a majority of people, most of the 
time have believed that they had a stake in the capitalist system, and a fair chance 
to succeed. That faith was shaken during three traumatic periods. 
Geewax cites the first period as having occurred during the mid-1800s when 
white southerners became convinced that the federal government was ignoring their 
economic interest and imposing unfair tariffs. Their resentment led to a very 
bloody civil war. The next traumatic period, according to Geewax, was the late 
80s when millions of Americans, including small business men, farmers, and 
laborers, became frightened by the growing power of huge corporations. Their 
resentment gave birth to political groups, i.e., anarchists, communists, socialists 
and populists. The third threat to the system came in the early 1930s when 
children cried for food while their fathers stood in soup lines. Bewildered citizens 
began listening to communists and fascists. And now, according to Geewax, a 
fourth dangerous period may be taking shape as more and more Americans begin 
to question the fairness of a system that richly rewards corporate hatchet men for 
firing hard-working people in the name of downsizing. 
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So far, according to Geewax, the resentment has been subdued. This 
relatively low-key response was not surprising, because, until recently, the 
injustices have not seemed great. Most Americans have understood that increased 
global competition has been forcing U.S. corporations to cut cost. Most people are 
willing to accept layoffs when corporations are in trouble. For example, during 
the 1980s when U.S. steel corporations laid off thousands of workers, there was no 
nationwide outrage stirred because people could see that those corporations were 
losing money rather than making a profit, they had to close the mills. 
During the last decade or more, corporations have downsized, often with 
deleterious effects. Emerging organizational trends, undergirded by workforce 
reductions to increase earnings, while maintaining productivity and output, have 
resulted in negative psychological effects upon the employees of these corporations. 
The psychological impact of downsizing on survivors includes increased levels of 
anxiety, stress, fear, anger, depression and guilt, can undermine the organization’s 
stability. This leads to decreased levels of cooperation and motivation within the 
workplace, and, ultimately, in decreased job satisfaction and performance level of 
the affected employees. Productivity and the enduring success of an organization 
depend on the maintenance of an adequate level of psychological health of the 
employees who remain with the organization (Neal, 1994). 
Increasingly, more efficient technology is putting employees out of work. 
Those who are left are working more but have less clout and faith in their future. 
Jeremy Rifkin (1994), an expert on work, believes we are headed toward a society 
in which machines and a small number of workers with precisely focused skills 
will run everything. 
Since the psychological effect upon survivors in corporations has been 
sufficiently negative, educational institutions and other organizations are seeking to 
find better ways to accommodate the layoffs faced with downsizing. Educational 
institutions, in particular, are just beginning the process of downsizing and they are 
viewing corporate America as a model of how not to do it. In addition, foreign 
corporations, such as Japanese and European, are also benefiting from the mistakes 
of American corporate downsizing strategies. 
While this study will be addressed mainly to the survivors of educational 
institutions and corporations who have downsized, further insight can be discerned 
from the experience of other organizations such as military and government 
agencies. Accordingly, these insights will be interspersed where appropriate. 
Background of the Study 
Why is the study of downsizing in educational institutions and corporations 
becoming such a relevant area of inquiry? This question must be answered before 
embarking upon this study, for it is in the answer to this and similar questions that 
the need, as well as the purpose of this study, can be formulated. 
From the end of World War II until the late 1970s, the conventional 
wisdom, with respect to the development of corporations in the United States, was 
that big was better. Large hierarchical, bureaucratic corporations were the 
standards to which corporations during that era, aspired. Many corporations and 
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educational institutions judged the importance of managerial jobs by the number of 
people supervised, and the rewards that employees aspired to, was promotion. The 
underlying objective was growth, and during that era the American corporations 
were the principal manufacturers and exporters in the world economy. 
During the decade of the 1980s, however, American corporations 
experienced increasingly severe competition from competitors in local and global 
markets. Foreign competitors emerged with the advantage of lower labor cost, 
combined with higher quality of technology and superior efficiency. In addition, 
they had better design and workforce management, therefore, they were able to out 
perform American competitors both in terms of cost and quality. 
Today, the management paradigm that has prevailed since world War II is 
no longer effective enough to meet these new challenges. Therefore, major 
American corporations, and more recently, educational institutions, have found it 
necessary to restructure themselves by slashing cost of production or service as 
means of increasing productivity. In an effort to meet this new challenge, they 
found it necessary to lay off thousands of employees. A new management 
paradigm now is envisioned as a means of increasing its market share with a 
smaller workforce. They have abandoned the old paradigm bigger is better and 
has embraced the new paradigm, the approach of which, is toward smaller 
organizations with the flexibility to get the job done with fewer people. In short, 
more work, less people, is the new paradigm, and downsizing has become a 
necessary evil (Noer, 1993). 
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In its generic form, the concept of downsizing is a phenomenon that has 
been around for a long time. Simply stated, it is just another name for “layoffs.” 
Historically, downsizing was utilized primarily during periods of recession in the 
economy, as a reaction to the decrease in demand during that period. In recent 
years, however, downsizing has not only been utilized during periods of recession 
but also during periods of economic expansion. In many instances, the concept of 
downsizing, connotes negativism. To neutralize this negativism, corporations have 
begun to use such terms as rightsizing, reengineering, and restructuring, to 
describe what initially was called downsizing. Educational institutions, however, 
as a general rule, have avoided the term downsizing. Instead they have opted for 
the concept reduction in force, or R.I.F. Although the words used to describe the 
concept may be different, they all result in reduction of employees in the 
workforce. 
According to Aldridge (1991), downsizing is defined as a systematic 
reduction of a workforce resulting from a combination of perceived threats and a 
belief that there are excess jobs in the organization. Also, it has as its purpose to 
reduce cost. Where the organization is profit driven, the purpose is to increase 
profit, and when it is not profit driven, the objective is to reduce cost. Today, 
according to Smith (1992), downsizing is no longer viewed as a corporate 
phenomenon related only to economic recession and fierce competition. Instead, 
American corporations appear to be engaged in a fundamental shift in corporate 
philosophy in terms of cost containment. Containment strategies are being 
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implemented not only by corporations affected by stagnant growth or poor 
earnings, but also, by corporations that are growing and profitable. William Morin 
(1990) contends that in spite of the pain involved, downsizing can serve as a useful 
tool to trim costs and boost productivity, provided companies address the 
overlapping need of employees who lose their jobs and those who remain, with 
sensitivity and compassion. 
Corporate downsizing has been occurring since the 1970s. Beginning in the 
1990s, however, a combination of factors has propelled the educational system into 
this behavior pattern. Changing demographics and the economic backlash of the 
corporate sector have been the primary drivers of the downsizing in the educational 
institutions. It should be emphasized that although the behavior patterns are 
designed to accomplish the same result in both the corporate and the educational 
sectors, the educational systems use the term "Reduction in Force" to describe 
their layoff strategy instead of downsizing. 
The American Management Association’s (AMA) (1994) most recent survey 
of the national workforce reduction, confirms what every anxious United States 
worker already understands, that corporate anorexia is widespread, thriving and 
immutable. An alarming 47.3 percent of the companies participating in the survey 
were engaged in workforce reductions by the year end of June 1994, which is an 
increase from 35.7 percent in 1990. Similarly, a report issued by the Conference 
Board (1992), stated that more than 85 percent of 406 large United States 
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corporations surveyed had taken at least one of eight specific downsizing measures 
in the previous five years. The impact on workers was brutal. 
For many corporations, and a number of educational institutions, the cuts 
have been exacting and severe. According to the Chicago based national 
outplacement firm (Challenger, Gray, & Christmas, 1994), 615,186 job cuts were 
announced in 1993 and 460,063 in 1994 by United States companies. The 
Economist (1994), reports that IBM workforce dropped from 407,000 employees in 
1986 to a projected 215,000 in 1994. And according to Ladner (1994), Howard 
University reduced its 2,100 administrative staff by 400 employees. It is apparent 
that the downsizing is not industry specific, but rather it encompasses most 
industries and many educational institutions. 
The effects of downsizing in the workplace, are conditions that are of great 
concern to corporate and educational leaders in this country and to the employees 
who are affected by it. Advanced technology and emerging organizational trends 
that rely on workforce reduction have resulted in many changes for both the 
employers and employees of downsizing. Predictably, these life wrenching forces 
produced some major attitudinal and behavioral changes among the survivors. 
Cooper and Schneider (1989) identified four major factors that influence the 
behavior and attitudes of the survivors’ reactions to downsizing: (1) the survivors’ 
perception of fairness of the layoffs, (2) their prior commitment to the 
organization, (3) their feelings of job insecurity, and (4) the severity of the layoff. 
Also, managers and supervisors are victims and they are experiencing some of the 
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same psychological behavior patterns as their employees. They feel burned-out 
from the stress of changing their organization from the old paradigm to the new 
(Smith, 1992). 
Although the intent of the downsizing process is to reduce cost and to 
promote an efficient "lean and mean" organization, its results often frustrate the 
surviving employees, leaving them angry and depressed, guilty and often less- 
productive (Neal, 1994). These behavioral results are counter-productive for the 
success of any organization in the long run, be it educational institutions or 
corporations. The dysfunctional effects of downsizing include reduced trust and 
organizational commitment as a result of broken psychological contracts and 
increased resistance to change as employees rely on well-learned institutionalized 
behaviors (Buch, 1991). 
Even though we are living in a technological society, our human resources 
are still our most important asset. If downsizing continues in the future, and there 
is evidence that it will, and if the American workplace is to remain competitive, it 
is going to be imperative that managers learn coping strategies to deal with the 
psychological impact of the trauma that downsizing has on its survivors. After all, 
it is the employees left behind who are left with the task of revitalizing and 
sustaining productivity (McKinney, 1989). 
Statement of the Problem 
The problem with which this study was concerned was to determine the 
relationship between the psychological and other variables as they related to job 
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satisfaction of the survivors of downsizing in educational institutions and 
corporations. The critical psychological variables associated with downsizing that 
were analyzed in this study were anxiety, stress, and job satisfaction. 
Having been employed in various positions in corporations and educational 
institutions, this researcher observed that, anecdotally, the environment in which 
the workforce functioned, had changed dramatically in the last decade and studies 
show that it will continue to do so in the foreseeable future. Downsizing, re¬ 
engineering, and reorganization are responsible for many of these changes. 
Coping with these changes require communication between management and the 
employee. The problem of understanding, adapting to, and managing this new 
environment will pose significant challenges to both management and employees 
alike. Although it appears that management has determined where the problems 
are, management has failed to properly identify and implement strategies to meet 
the changes that affect the survivors. Process is as important in affecting change 
as with the change itself. Reactions to these changes can have a strong negative 
impact on an organization. Survivors of downsizing need plenty of attention and 
counselors can play major roles in the management with this process. 
Predictably, as corporations and educational institutions downsize, the 
responsibilities shift to those who remain. More work and less workers lead to 
frustration, irritability, fatigue, and burnout. Lower job satisfaction, higher stress 
levels, and lower performance levels follow. Anxiety and stress stem from 
overwork, under compensation, and conflicts with coworkers and supervisors. 
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Also, the lack of control over their lives and their future contributes to frustration 
and conflict. Typically, conflicts between peers and supervisors increase as 
uncertainty increases. In this regard, peers are struggling to maintain their jobs in 
competition with each other, while supervisors are under pressure to weed out 
those employees that are less productive or less team-oriented. Still others become 
frustrated when they hit the proverbial glass ceiling. While those who survive are 
grateful, most are looking over their shoulders to see who is watching them. 
Frequently, they are actively seeking alternative employment, early retirement or 
an entrepreneurial venture before it is forced upon them. Under either condition, 
these survivors probably are not sleeping well at night. 
In summary, downsizing is having a deleterious psychological impact upon 
the work performance and job satisfaction on the American workforce who survive 
the downsized operation. It is this psychological mind-set that lends itself to 
further research and the need for counseling. Also, there is a need to analyze the 
relationship between downsizing and the psychological factors that affect job 
satisfaction of survivors in educational institutions and corporations. The critical 
psychological factors associated with downsizing that were analyzed in this study 
were anxiety, stress and job satisfaction. 
Significance of the Study 
Employee reduction is fast becoming a regular occurrence in American 
corporations and, increasingly, in educational institutions. These reductions often 
include layoffs, early retirement programs, severance packages or hiring freezes. 
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Frequently, the objectives of these reductions are not realized. Studies show that 
in the 1980s, layoffs were a pervasive organizational strategy in corporate 
America, and there is every indication that this trend will continue for the 
foreseeable future. These studies generally focus on the employees who were laid- 
off while the effects on productivity and morale of the survivors were ignored 
(Newman, 1993). 
If downsizing is not properly managed by the employer, the survivor 
productivity, job performance, and morale suffer. Meanwhile, the organization’s 
objective for downsizing is not likely to be met at least on a sustained basis 
(Brockner, 1992). This study will seek to contribute to the understanding of 
downsizing and its effects on job satisfaction of the survivors. 
The Research Questions 
The research questions of the study were as follows: 
1. What is the relationship between the annual income and job satisfaction 
of survivors of downsizing? 
2. What is the relationship between the job tenure and job satisfaction of 
survivors of downsizing? 
3. What is the relationship between the gender and job satisfaction of 
survivors of downsizing? 
4. What is the relationship between the age and job satisfaction of 
survivors of downsizing? 
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5. What is the relationship between the anxiety and the job satisfaction of 
survivors of downsizing? 
6. What is the relationship between stress and job satisfaction of survivors 
of downsizing? 
Hypotheses 
In carrying out the purpose of this study, the following hypotheses were 
tested: 
HI: There is no statistically significant relationship 
between the annual income and job satisfaction of 
survivors. 
H2: There is no statistically significant relationship 
between the job tenure and the job satisfaction of 
survivors of downsizing. 
H3: There is no statistically significant relationship 
between the gender and the job satisfaction of 
survivors of downsizing. 
H4: There is no statistically significant relationship 
between the age and the job satisfaction of survivors 
of downsizing. 
H5: There is no statistically significant relationship 
between the anxiety and job satisfaction of survivors 
of downsizing. 
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Limitations of the Study 
This study was subjected to the following limitations: 
1. This study was limited to sample units from select corporations and 
educational institutions. 
2. Because of the sensitivity and the confidentiality of the issue of 
downsizing, candor with which the sample units responded to the questionnaire and 
interviews could not be accurately measured. 
3. Although there were numerous variables that were impacted by 
downsizing, the variables analyzed, were limited to those stipulated in the study. 
4. While corporations have had a decade or more of downsizing, 
educational institutions have just begun. Accordingly, the data base was 
substantially smaller in educational institutions than in corporations. 
Another limitation of the study is gaining access to interview survivors in 
various locations in corporations and in the educational institutions. Thus, the 
conclusions should be viewed with these limitations in mind. In spite of these 
limitations, however, considerable research is being conducted regarding the 
phenomenon of downsizing. 
Rationale 
From interviews and personal observations it was clear that American 
industry, government, profit, and non-profit corporations are downsizing in this era 
of budget cuts and profit squeeze. The process of downsizing has ushered in an 
era of distrust between peers and anyone else with whom employees have to 
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interact. Employers are fearful that their plans will become public before they are 
ready to announce them, or that they will be criticized for the inept manner in 
which the downsizing is being carried out. On the other hand, employees are 
fearful that saying the wrong thing might get them into trouble. 
It is this environment of suspicion and distrust that predisposes the research 
process to candor limitations on the part of survey respondents within which this 
and similar research have been conducted. As in the case of this study, the 
research instrument (MJQS) and the (AS) utilized, lend considerable validity to the 
conclusions. In addition, the findings of this study support the conclusions of prior 
research. For this reason, it is believed that the conclusions can be viewed as a 
rational basis for constructive action with respect to downsizing and the bases for 
further research. 
Definition of Terms 
For the purpose of providing clarity to the reader, the following are the 
meaning of selected terms that are interspersed throughout the study. 
Anxiety: the reaction to anticipated harm, whether physical or psychological 
(such as loss of self-esteem or loss of status). 
Downsizing: the systematic reduction of a workforce. 
Layoffs: refer to all involuntary employee reductions for causes other than 
performance. Layoff, does not imply that the employee may be recalled when 
business improves. Another common term used in this paper to convey the same 
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meaning was reduction in force. The word firing was not used because it implies 
poor performance. 
Layoff survivor sickness is a generic term that describes a set of attitudes, 
feelings, and perceptions that occur in employees who remain in corporation 
systems following involuntary employee reductions. 
Paradigm: the broad concept, or setting that describes the boundaries or 
limits used to understand organizations, employees, and their relationship. 
Organizational climate: a set of internal attitudes held by employees that 
reflect their perceptions of the organizational forces that drive the organization. 
These forces include intrinsic and extrinsic responses that relate to the perception 
of values and standards, rewards, punishment, etc. Characteristics that influence 
one’s behavior and job performance. According to Hoy and Miskel (1987), the 
way a person performs in an organization is determined, in part, by the 
individual’s characteristics, and, in part, by the climate of the corporation. 
New Paradigm: the broad concept, or setting that describes a new way of 
understanding organizations, employees, and their relationship. 
Job Satisfaction: those attitudes held by an individual that reflect his/her 
evaluation of factors that impact the level of contentment with the job. 
Fairness: the perception that organizational practices are equitable, devoid 
and non-arbitrary or capricious behavior. 
Stress: the invariant, nonspecific reaction of the organism s body to any 
environmental demand placed on it in whatever form that demand may take. 
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Organization of the Study 
This study was divided into five interrelated chapters. Chapter I was the 
introduction to the study. The background and the history of downsizing are 
explained. The term "survivors" was defined as it was used in the study. 
Chapter II was a review of the literature on downsizing, including the 
psychological impact it has on job satisfaction and, implicitly, on job performance 
of the survivors. The purpose of this chapter was to lay a scholarly foundation as 
a means of establishing a need for this study. Chapter III discussed the 
methodology and statistical procedures that were used in analyzing the data. 
Chapter IV was an analysis of the data and a description of the results of the study 
and Chapter V presented the findings, discussion, conclusions, implications and 
recommendations based on the findings of the study. 
CHAPTER II 
REVIEW OF THE LITERATURE 
The aim of this chapter was to review the current literature on downsizing, 
as it relates to anxiety and job satisfaction in order to develop a better 
understanding of these concepts and how they are related to survivors in 
educational institutions and corporations. 
Job satisfaction is a critically important aspect of the degree to which an 
employee will go that extra mile for the organization. Herzberg, Mausner, 
Peterson, and Capwell (1955), concluded that job satisfaction is important because 
it affects both the psychological and mental health as well as the social functioning 
of employees and employers. This, in turn, determines the effectiveness and 
productivity of the organizations for which they work. Limited studies have been 
done with respect to survivors of downsizing, however, there was considerable 
information on the concept of the victims of downsizing. 
The psychological factors stemming from downsizing have gained attention 
of researchers as major concerns of survivors in the workforce. Peverett (1993) 
reported that when companies downsize, they often focus their attention and 
energies on the people who are dismissed. They tend to ignore the problems 
experienced by employees who remain with the company. Thus, the psychological 
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effects and alienation of those who stay can have negative influences on individuals 
and organizational productivity. Neal (1994) found that emerging organizational 
trends, relying on workforce reductions to increase earnings while maintaining 
productivity and output, result in an increased risk of negative psychological effects 
among employees affected by major organizational changes. The potential negative 
psychological impact of downsizing on survivors, including increased level of 
stress, fear, anxiety, anger, depression, and guilt, can undermine the organization’s 
stability. It can also lead to decreased levels of cooperation and motivation within 
the workplace, and, ultimately, in the performance level of the organization. This 
subject is also important because future productivity and success of an organization 
depend on maintaining an adequate level of psychological health of the employees 
who remain. 
Historical Perspectives of Downsizing 
In recent years, many corporations and an increasing number of educational 
institutions have engaged in downsizing their workforce. A 1989 study, conducted 
by the American Management Association, concluded that despite the fact that the 
number of corporations making workforce reductions, appears to have dropped, the 
percentage of the workforce that is affected, has increased. There is evidence that 
this trend will continue in the predictable future. 
Massive layoffs at profitable corporations have left employees dazed and 
confused about the fairness of the system. At profitable AT&T where management 
is slashing 40,000 jobs, longtime employees must be seething, at least when they 
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are not begging to be spared. Profitable Delta Airline, which was once known for 
job security and cushy wages, is currently undergoing a painful cost cutting 
campaign that has included laying off employees for the first time in its history. In 
fact, so many employees were fired last year that service complaints have soared. 
"We are a very beleaguered group. We are very unhappy. We are spread so thin 
that we cannot do our jobs," veteran flight attendant Kay Kapper told her chief 
director. Delta faces increasing criticisms over morale. The griping has grown so 
loud that the company plans to rehire 665 employees. Constantly seeing people 
fired, regardless of job performance or company profitability, is undermining faith 
in the morality of our system. Every time top management of a healthy 
corporation fires masses of employees, it erodes confidence that America is a place 
where decent people can get a fair shake. This arrogant and short-sighted 
disregard for employees is now eroding consumers’ confidence. Retail sales are 
sluggish because so many people are too afraid of downsizing to spend money 
(Geewax, 1996). 
Most of the research on layoffs has studied their underlying causes, or their 
effects on the individuals who lost their jobs. Overlooked was the highly practical 
matter of how the productivity, service, and morale of the individuals who did not 
lose their jobs were affected by the layoffs (Brockner, 1992). After all, it is the 
reactions of the employees who remain that will dictate the organization’s 
effectiveness. 
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According to David Forquer, corporate America has faced confusing and 
profound changes in the last decade. New and more radical concepts for 
organizations will find their way into practice and affect the competitive balance of 
power. Global competition and the accelerating incorporation of advanced 
technology in the workplace are constantly pressuring managers to look for new 
and sometimes controversial ways to increase an organization’s efficiency and 
responsiveness to market forces. 
These ten years of re-engineering, reorganizing, and massive downsizing 
have changed the realities of the work world. The dark edge of the workplace 
now includes fear, anxiety, and insecurity for the employees left behind (Kakim, 
1995). In one recent month’s time, U.S. Corporations eliminated at least 23,283 
permanent jobs according to the Chicago consulting firm Challenger, Gray and 
Christmas. In the south alone, nearly 51,000 jobs have been cut by mid 1995. 
Some 7,000 more jobs ended in 1995 compared to 1994. Atlanta based BellSouth 
cut approximately 10,000 jobs by the end of 1995. AT&T, with its second-largest 
concentration of employees in Atlanta, has already slashed 15,000 jobs nationwide 
and has plans to layoff a total of 40,000 in the next four years. IBM and General 
Motors each has cut more than 100,000 jobs. At least 70,000 banking jobs have 
disappeared by the end of 1995. About 1,500 of these employees were from Bank 
South. Three thousand three hundred employees were expected to be downsized 
by mid 1995 when Nations Bank expects to complete its absorption of the Atlanta- 
based bank it recently acquired. 
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Similarly, State School Superintendent of Georgia, Linda Schrenko, has 
already laid off 21 employees whose services she said were not needed, and plans 
to lay off another 25 employees in the next month despite Georgia’s involuntary 
separation law that would force the state to pay them for not working. According 
to the superintendent, this is a more humane and "less painful" way of cutting what 
she calls the bloated payroll that she inherited when she took office. Her goal is to 
shape the state department of education into an agency that helps provide Georgia’s 
children with the best education possible in a cost-effective way. 
Most of the research on layoffs has focused upon the underlying causes, or 
their effects upon the employees who lost their jobs. Overlooked was the highly 
practical matter of how the productivity, service, and morale of the employees who 
did not lose their jobs were affected by the layoffs. After all, it is the reactions of 
the employees who remain that will dictate the organization’s effectiveness 
(Brockner, 1992). 
There is no simple answer to the question, "What effects do layoffs have 
on survivors?" Some managers report that the layoffs have a decidedly negative 
effect on their subordinates’ productivity, service, morale and overall commitment 
to the organization. On the other hand, while less frequent, some managers report 
that their employees reacted positively to downsize, while still others report that 
their subordinates reacted in different ways, even within the same organization or 
work group. 
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Downsizing appears to be a necessary evil. Unfortunately, too many 
managers and administrators compound the pain by making unnecessary and cruel 
mistakes when they decide to let employees go. Survivors of downsizing need 
plenty of attention. Those who keep their jobs often become paranoid that they 
will be the next to go or become angry with the company for what they perceive to 
be a grossly unjust decision-making process (Hurari, 1993). Solomon (1993) 
found that, predictably, many corporations and educational institutions find 
themselves with fewer employees because of downsizing, and that those that are 
left behind find themselves working harder. Some employees were found to have 
worked the equivalent of an additional month per year. 
Survivors’ Reactions to Downsizing 
During the last two decades, organizations of all types have engaged in 
downsizing. This paradigm shift has caused phenomenal changes with respect to 
both the employee and the employers. For example, corporations which once 
perceived employees as long-term assets to be nurtured and developed, now see 
them as cost centers to be reduced. Today, many corporations view employees as 
"things" to be kept or discarded according to the fluctuations of the profit, and 
employees, like machines, were intended to be cared for and maintained for long¬ 
term use. Work was a career rather than a job, where retirement with its benefits, 
were expected. 
Unfortunately, unlike machines, employees that are discarded have a 
significant impact upon those who remain. In fact, those who remain, frequently 
25 
are victims of what Noer (1993) calls the Survivor Sickness. Under the old 
paradigm, Noer, concurs with Marks and Maruis’ (1992) findings that survivor 
sickness infects employees despite the best of separation options available to them. 
They suffer from anxiety, burn-out, and stress, they feel empty, lethargic, guilt 
and no longer enjoy their jobs, according to Donald E. Rosen, a psychiatrist who 
directs the Professionals in Crisis Program at the Menninger Clinic, Topeka, 
Kansas. Supporting these findings, Thurman Evans (1992), President and CEO of 
Whole Life Associates, a stress management firms, based in Elkins, Pennsylvania, 
found that "as corporations downsized, responsibilities shifted to those who 
remained. This can result in frustration, irritability, fatigue and, ultimately, 
burn-out." He also found that the anxiety surrounding who is the next to go, and 
when, drains the energy, creativity and productivity out of the survivors. Wesley 
and Silverman (1993) concur that feelings of uneasiness and uncertainty pervade 
many workplaces and "of all the reasons why people may be working scared, the 
fear that they will be the next to go is one of the worst. " They concur that 
survivors of downsizing find themselves beset by conflicting emotions and 
burdened by increased workloads. 
According to Morin (1994), survivors of traumatic layoffs, experience the 
same stages of grief, including denial, anger, and depression as employees who 
lose their jobs, and survivors can take even longer to recover. “It becomes a 
nightmare to manage. " 
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Underlying many of the survivors’ reactions to downsizing is stress, the 
non-specific response of the body to some environmental demand. While stress 
may be present in all of life’s endeavors, certain stress is harmful. This type of 
stress is called distress by psychologists. Professor Hans Selye (1977), 
Endocrinologist, and winner of a Nobel Prize, and the person most responsible for 
our current understanding of stress, found that there was a general adaptation 
syndrome (g.a.s.) by which a state of stress is manifested in the body. Selye 
divided stress into three stages: Stage one is the alarm reaction. At this stage, the 
body shows the changes that are characteristics of the first exposure to a stressor. 
For example, a steel worker may suffer from exhaustion because of constantly 
exposed to extreme heat. 
The second stage of stress is the stage of resistance. In this stage, the body 
manifests a state of resistance to the stressor, if it is compatible with the body’s 
ability to adapt. In this situation, the body has overcome the alarm stage and 
successfully adapted to the circumstances. 
Stage three is the stage of exhaustion. When an employee is repeatedly 
exposed to a stressor, his resistance is worn down and, eventually, he suffers burn¬ 
out, nervous breakdown, or other emotional disturbances. 
Seyle (1956) further believed that there is a fixed amount of adaptation 
energy from birth in each of us. In this regard, in every stress response the body 
uses up some of the adaptation energy. He believes that once adaptation energy is 
used, it cannot be replaced. Thus, the resistant state of the g.a.s. cannot continue 
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indefinitely. Subjected to an environmental stressor for a sufficiently long time, 
such as phased downsizing, the adaptive energies of the body are depleted and the 
person is subject to exhaustion. This theory would appear to support the 
conclusion that persons burn-out after continuous exposure to stressors over an 
extended period of time. Thus, downsizing, improperly managed, or repeated 
downsizing, predisposes the survivor to the condition in which his adaptive energy 
is depleted and his emotional and physical health is under siege. 
In their research on stress, Professors Holmes and Rahe (1968), of the 
University of Washington, built upon Seyle’s work and devised a system of 
weights called the social readjustment rating scale. This scale sought to place 
numerical weights on each stressor that is subject to occur in one’s life. These 
weights provide a rough measure of the degree of adjustment a person has to 
make, given exposure to these stressors. They concluded that once a person earns 
two hundred or more points in one year, there is at least a 50-50 chance of a fairly 
serious breakdown in one’s health. One who encounters stressors in the amount of 
300 points or more, has a 75 to 80 percent chance of incurring a health 
breakdown. 
Building upon the findings of Holmes and Rahe (1968), and Kobasa, 
Maddi and Kahn (1982) found that the psychological impact of a potentially 
negative scenario upon the individual, was a function of his/her cognitive 
assessment of the situation. In other words, one survivor may perceive a situation 
as being career threatening, and thus be devastated, while still another might 
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perceive the situation as a challenge or stepping stone, and thus approach it as 
ultimately a good thing. 
They further found that persons who survive life’s challenges had a greater 
sense of internal control when they was faced with threatening scenarios than those 
who were overcome by the challenge. Their conception of life changing events 
were perceived as meaningful as a part of a larger structure of their lives. By 
contrast, survivors who were negatively impacted by the stressor, lacked the sense 
of internal control and could not discern the meaning in demanding situations. 
Those falling into this category, regarded unexpected change as a threat to their 
interest. It should not be inferred, however, that a positive survivor has an infinite 
capacity for adjustment, no matter how self controlled the individual may be. The 
significance of Kabasa’s and his associates’ findings is that the impact upon the 
individual is a function of how he/she interprets the situation. His interpretation 
can either augment or reduce the stress of the situation. 
The individual is also subjected to emotional stressors such as anger, fear 
and anxiety (Levi, 1972). Generally, these stressors are manifested by words, the 
tone of voice and the facial expressions of those with whom one interacts. The 
serious emotional stressor most likely to be triggered in the work environment are 
frustration, anxiety and depression. Relevant studies show that the term frustration 
denotes any obstruction between behavior and its goals. Frustration by its very 
nature is widespread in organizations, be it educational institutions or corporations. 
The existence of a management hierarchy, of competition and other constraints on 
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behavior guarantee that frustration will be pervasive and frequent (Levinson, 
1959). 
Anxiety 
Downsizing and restructuring of organizations in the 1980s and reduction in 
force of the educational system in the 1990s brought pervasive anxiety in the 
workplace. These anxieties stemmed from shifting power bases which leave 
people feeling vulnerable. Most significant anxieties cause frequent changes which 
make current plans obsolete, and competition with peers that lends itself to loss of 
face, self esteem and status. In addition to these stressors, job insecurity, coupled 
with the inability to control outcomes of one’s activities is frequently a cause of 
anxiety in a changing organization. It is the feeling of not having appropriate 
responses or plans for dealing with anticipated harm. 
Psychologists have found it difficult to agree on a succinct definition of 
anxiety as an emotional stressor. However, most people seem to understand what 
it means when one says he or she is anxious, it means a sense of dread, 
foreboding, and apprehension that gnaws at one’s insides and darkens his or her 
outlook on things in general. If the cause of anxiety is uncertain, the threat is 
vague, and the potential danger is ambiguous, anxiety tends to be unsettling, and 
coping responses are difficult to identify. 
When anxiety is severe and prolonged, people frequently resort to 
dysfunctional coping mechanisms, among which are alcoholism, drug abuse, 
excessive absenteeism family problems, high divorce rates and other forms of 
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escapism. A complicating variable, in an effort to ameliorate this problem, is the 
unwillingness to face the reality of the situation, particularly with male employees. 
This phenomenon has direct relationship as to how the downsizing process should 
be planned and implemented. 
Psychologists agree that downsizing has taken its psychological toll on the 
nation’s workforce. Whigham-Desir (1993) concluded that survivors suffer from 
what she termed as "Workplace Depression." She describes this depression as 
feelings of suppressed anger and anxiety, and that the symptoms that run the gamut 
from a general lack of enthusiasm and low productivity to high absenteeism, 
coupled with a low rate of voluntary employee turnover. 
According to Therman Evans, president and CEO of Whole Life 
Associates, a stress-management firm based in Elkins Park, Pennsylvania, when 
companies eliminate large numbers of workers, those who remain experience 
anxiety. "The anxiety surrounding who’s going next, saps the energy, creativity 
and productivity out of the employees left behind." He points out that these 
survivors may suffer from Survivor’s Syndrome. Michael D. Cox, a psychologist 
at Baylor College of Medicine in Houston, concurs that "As companies downsize, 
the added responsibilities that fall to those who remain, frequently result in 
frustration, irritability, fatigue, and ultimately burnout." 
The first approach to the solution of any problem is to acknowledge its 
existence and to communicate with others who have similar problems and might 
have ideas as to how to solve them. In the Hawthorne studies, Roethlisberger and 
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Dickson (1964), found that nagging personal worries were less debilitating when 
employees were permitted to form natural work groups. They further found that 
increasing job performance feedback, providing information before significant 
organization changes were made and avoiding unnecessary competition, were all 
means of preventing stressful anxieties in the workplace. Cox further states that 
people worry about the unknown, and need time to prepare for it. He adds that 
"employees don’t like to be given bad news abruptly, they do not want to feel out 
of control, therefore, companies must improve the flow of communication to 
employees, which, in turn, will help relieve their anxiety." 
In addition to anxiety, some survivors suffer from depression. This stems 
from such factors as illness, prolonged struggle with some problem without 
success, or the experience of some loss, including job loss. Depression is an 
emotion that all of us are likely to experience to some degree and at some point in 
time. For most of us, depression is a transitory phenomenon. For those that 
cannot ameliorate depression, it becomes a chronic phenomenon with increasing 
self defeating behavior, and, like anxiety, it is a function of the internal assessment 
of how one perceives the scenario such as downsizing, by the affected individual. 
Depression is a malady that currently affects 30 to 40 million Americans 
(twice as many women as men) and it is increasing. The National Institute of 
Mental Health reports that the incidence of depression is on the increase, especially 
among those aged 25 to 44. According to Flach and Kline (1974) it is 
characterized by such symptoms as sleep disturbances, especially waking up after 
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an hour or two of sleep and being unable to go back to sleep, loss of appetite, 
decreased sex drive, aversion to social contacts, indecision and procrastination, a 
depressed person may have extreme difficulty even deciding what to wear, what to 
order from a menu, how to answer a letter, or whether to make a change in dress 
or appearance, fatigue and poor concentration, in general, and most pervasive, 
reduced enjoyment of all the things that used to give pleasure and a general sense 
of helplessness, and guilt. Abramson and Sackheim (1977) found that persons in 
depressive states feel that they cannot control events around them. Yet, at the 
same time, they blame themselves for the way events turn out. 
In her research, Janoff-Bulman (1979) found that the reasons persons in 
depressive states blame themselves, is that they have low self esteem, low self 
worth and they blame themselves for the kind of person they perceive themselves 
to be. They, therefore, feel hopeless to change and the depression becomes 
chronic. Significantly, it is clear that the depressive syndrome will affect the 
survivors’ work performance. The survivor will have difficulty generating the 
energy to face the every day challenges to work; he will be easily distracted; he 
will procrastinate and he is likely to resort to alcohol or other drugs exacerbating 
the situation. Skilled management seeks to try to recognize the symptoms of 
depression in their employees, and try to avoid writing the employee off while 
seeking intervention of a professional, such as a psychologist or counselor (Flach, 
1974). 
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Depression, carried to extremes, and left untreated, can lead to a condition 
that is not quite as serious, but probably more common, called burn-out, according 
to Maslach and Jackson (1981) and Gaines and Jermier (1983). They concluded 
that emotional exhaustion is the core component of burn-out. The symptoms are 
characterized by physical exhaustion, sleep disturbances, the absence of any 
positive reinforcement of any aspect of work, feelings of hopelessness and futility 
and a cynical attitude about everything associated with the job. 
One of the contributing factors to burn-out is job overload, a common 
occurrence following downsizing. Kiev and Kohn (1979) found that both middle 
and upper management reported that unreasonable deadline pressure was the most 
frequent stressor in their job. While most employees cannot accurately measure 
the optimum amount of work which they can do, they know when their agenda is 
too extensive for them to accomplish. One type of job overload is the assignment 
of a job for which the employee is not trained to undertake. Another one is the 
assignment of numerous unrelated tasks that cannot be completed in the time 
allotted. These stressors stem from assignments made by insensitive supervisors 
without regard to the ability of the employee to accomplish them. This condition 
is characteristic of a downsized organization that has cut into the muscle of the 
organization rather than limiting the layoffs to “fat” (Andrews & Farris, 1972). 
From the above, it is clear that these psychological stressors have decided 
negative effects upon the employees who survived the downsizing of their 
organizations. 
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Psychological Characteristics of Survivors of Downsizing 
Some studies have been conducted that describe the various psychological 
factors that determine the reaction of employees who survived downsizing of their 
organizations. Four of the most significant determinants were found by Cooper 
and Snieder (1989). They are: (1) their perception of fairness of the layoffs; 
(2) their prior commitment to the organization; (3) their feeling of job insecurity; 
and (4) their perceptions of the severity of the layoffs. 
According to Noer (1993), fairness is one of the most important factors 
with respect to the satisfaction of employees on their jobs. Noer also revealed that 
there are many factors that influence the survivors’ perceptions of the fairness of 
the layoffs. The survivor may question whether the layoff was truly necessary 
rather than caused by greed or incompetence. For example, the survivors may say 
"that the company could not be in financial difficulty if it paid top executives 
millions of dollars annually, while maintaining one of the highest supervisor to 
employees ratios in the industry." Is the layoff commensurate with the competitive 
environment of the industry? Was the layoff equitable with regards to competence, 
longevity, gender and ethnicity? Did the employer give sufficient notice? Were the 
employees that were laid off, treated fairly? Did the organization provide ample 
advanced notice? If the answer to these questions are positive, the survivors may 
perceive layoffs as equitable. If the answers to these questions are negatives, the 
survivors may perceive the layoff as unfair. 
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Linder and Tyler (1979) found that Group Value Theory is another factor 
that impacts the survivors’ perception of fairness in layoffs. This theory states that 
employees value their relationship with other employees in the group. They reason 
that if some members in the group are mistreated, that they also, may be 
mistreated. 
Noer (1994) contends that, despite the uncertainty of downsizing, a large 
percentage of employees expressed a continuing sense of commitment to the 
organization. However, the employees did not feel that the organization had a 
reciprocal on-going commitment to them. Insensitivity on the part of management 
leaves the employees angry and bitter. 
The manner in which downsizing is carried out is critically important. 
Brockner (1992), in his study on job security and job satisfaction, found that when 
downsizing occurs in waves rather than all at once, it tends to generate insecurity 
among the survivors. These staged layoffs can be perceived by survivors as either 
threatening or as a source of opportunity by the survivors. If the layoff is 
considered a threat, the morale and productivity of the survivors will be negatively 
impacted. Pinola (1994) found that employees that remain after a downsize, lost 
trust in the organization and were less confident in their job security. 
In their study of job security, Greenhaugh and Rosenblatt (1988), concur 
that job security consists of two components: Perceived threat and perceived 
control. Perceived threat is affected by such factors as survivors’ expectations of 
the likelihood of future layoffs. Perceived control refers to survivors’ perceptions 
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of their ability to counteract the negative consequences of job loss. In this regard, 
they concluded that insecurity should be high when the threat is perceived as high 
and control is perceived as low, and the converse is equally true (Reed, Brockner 
et al., 1992). They also stated that employees with low job security were 
relatively complacent, unmotivated and felt helpless. This is particularly true when 
the employee is not skilled in other job pursuits beyond his present assignment. 
According to Brockner (1992), there is some evidence that moderate job insecurity 
can lead to greater productivity, however, this greater amount of productivity, 
under these conditions, generally, leads to low job morale. These studies also 
concluded that high levels of job insecurity lead to negative productivity and low 
morale. In short, moderate job security predisposes the firm to lower loyalty and 
thus, lower morale. 
Herzberg (1955) devised a theory that divided morale into two factors. 
They were the dissatisfiers and motivators. This theory was called the motivation- 
hygiene theory. The dissatisfiers include company policy, administration, 
supervision, relationships with supervisors, subordinates, and peers, working 
conditions, salaries, personal life, status, and security. Employees expect these 
factors to be good. If they are not, the employees will be dissatisfied. 
The motivators tend to stimulate employees to work hard. The motivators 
include achievement, recognition, the nature of the work itself, opportunities for 
advancement and growth. Herzberg (1955) and his associates showed that factors 
such as achievement, recognition and the work itself are the most frequently 
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mentioned in connection with satisfying work experience. The most frequently 
mentioned factors pertaining to dissatisfaction of work, arise from company 
policies, administration, and supervision. It is clear from Herzberg’s research that 
there is a positive relationship between job satisfaction and productivity. 
In order to alleviate these problems, managers must lead by example. They 
must involve people in making decisions that affect their destinies. Failure to 
maintain employee morale may result in lower productivity, an inability to reach 
economic objectives and the potential loss of the best employees who survived the 
downsize (Herzberg, 1955). 
Job Satisfaction and the Survivor 
Much has been written regarding job satisfaction and employees’ 
productivity. Significantly, however, the evidence suggests that there is not a one 
to one correlation. At any given time frame, employees may be highly productive, 
even though they may be working in a fear environment. Over the long run, 
however, it is unreasonable to expect continuously high productivity in an 
environment of fear. Fear is one of the most pervasive psychological factors 
associated with downsizing. 
The reason for downsizing, as perceived by the employee, has been found 
to be important in the downsizing process. In this regard, educational institutions, 
like corporations, cite various reasons for engaging in this often painful 
undertaking. For example, Joyce Ladner, Interim president of Howard University 
(1994), cited budget deficits and declining enrollment as the reasons for laying off 
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nearly 400 employees at the university. The reduction of the 2,100 administrative 
force was initiated to bring the size of the university’s workforce in line with its 
basic mission. "By reducing excess staff positions, eliminating unnecessary 
functions, and modernizing various systems, the university will have a better match 
between its needs and its limited resources" (Ladner, 1994). 
On a positive note, in a recent interview by this researcher, with Donald 
Beggs (1995), Dean of the College of Education at Southern Illinois University, 
stated that their strategy of reduction in force, has been very successful. Their 
philosophy was to: (1) eliminate programs, not people, (2) combine departments, 
(3) prioritize programs that were effective and eliminate those that were not 
effective. Southern Illinois University’s downsizing (R.I.F.) may become the 
model for other educational institutions facing similar challenges. 
Job Satisfaction Defined 
Prior to the 1950s, the more common word, morale, was used to describe 
job satisfaction. Having been derived from military management concepts, the 
term was imprecise. Child (1941), in his description of job satisfaction during that 
era, held that there were two fundamental facets that drove this phenomenon. One 
involved the physical and emotional well-being of the individual, that enabled 
him/her to work and to live effectively. The second fundamental facet of job 
satisfaction involved the commitment to the goals of the group or the organization, 
as a whole. 
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During the 1950s the term morale fell into disuse in scholarly literature. It 
was replaced by job attitude, which today is used synonymously with job 
satisfaction. The term job satisfaction, represents the constellation of a person’s 
attitude toward or about the job as a whole. It is especially concerned with the 
supervision, rate of pay and the work itself (Child, 1941). According to Campbell 
(1976), job satisfaction, like any other attitude, is a mixture of beliefs, feelings and 
behavioral tendencies. 
Rusbult, Farrell, Rogers and Manious (1988), drawing from the study by 
Hirschman (1970), theorized that a person would respond to decreasing job 
satisfaction in one of four ways: i.e., exit (quit, or actively seek other 
employment); voice, (take active and constructive steps to improve working 
conditions by discussing problems with co-workers and supervisors); loyalty 
(passively but optimistically wait for conditions to improve, while still supporting 
the organization and contributing to it); and neglect (lower involvement marked by 
reduced effort and a “don t care” syndrome). 
In the early 1970s the extent of job satisfaction became a matter of 
controversy. There existed a crisis in job morale that was reflected in behavioral 
indicators such as increased absenteeism, higher turnover and declining economic 
growth and labor productivity. Work in America (1973), a special report to the 
secretary of the Department of Health, Education and Welfare, reported on job 
alienation, with reference to blue-collar Blues and white-collar Woes, the 
dissatisfaction of younger workers and the negative attitudes of women and 
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minority workers. Sheppared and Herrechs’ book, Where have all the Robots 
Gone? (1992) and Judson Gooding’s book on The Job Revolution (1972) agreed 
that job satisfaction was spiraling downward and that the major cause was sterile 
work that offered too few opportunities for psychological growth and fulfillment. 
Absenteeism and turnover are also behavioral indicators, on the negative 
side, of job satisfaction. The quit rate among employees surveyed by government 
agencies increased during the 1960s. Part of the quit and turnover rate was a 
function of increased younger workers entering the work force during this period. 
Younger workers tend to switch jobs more frequently during their early work years 
than is true of more mature workers. The young workers also tend to be less 
satisfied with their work than older workers. Predictably, however, as the 
economy entered a severe recession (1974-1975), the quit rate declined. Workers 
tend to stay put during periods of recession and are more inclined to quit for other 
opportunities during periods of expansion of the economy and concomitant high 
expectations of the workforce. 
By the mid-1980s the workforce had begun to evidence higher turnover than 
was true in the mid-1970s. In general, there was a relatively high level of job 
satisfaction during this era. However, there were clear cut patterns of variation in 
the level of satisfaction. These variations manifest themselves between groups 
such as age, length of tenure, occupation, salary, race and sex. 
Herzberg (1955) showed a consistent trend in job attitudes according to age 
and length of service. He noted that workers under 30 years of age were less 
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satisfied than those above 30. Similarly, Sheppard and Herrecks (1992) showed 
that worker groups of ages 20-29, 30-44 and 45-54, respectively, showed 
dissatisfaction levels of 24 percent, 13 percent and 11 percent, respectively. Thus, 
the evidence suggests that there is a positive correlation between age and level of 
job satisfaction. Their study also revealed that professional and managerial 
workers reported the highest level of job satisfaction while manual workers 
reported the lowest level. Blacks and other minorities reported the highest level of 
dissatisfaction. Sheppard and Herrecks also found that males showed a higher 
level of job satisfaction than females. 
It is clear from current literature that the corporate community, and to a 
lesser degree, the educational sector has not managed the downsizing process well. 
While it may not be obvious, at this stage, the evidence suggests that unless this 
process is managed more effectively, survivor productivity and job satisfaction, in 
the long run are sure to suffer. Therefore, it is imperative that managers and 
supervisors of a downsized organization, must plan and implement layoffs with 
special attention devoted to the impact of downsizing upon those who remain. 
After all, it is the reactions of the survivors that will dictate the organization’s 
effectiveness. 
CHAPTER III 
METHODS AND PROCEDURES 
This chapter explains the methods and procedures that were used in 
conducting this study. They are research design, site, population, sampling, data 
collection, instrumentation, procedures, and treatment of data. 
Research Design 
According to Kerlinger (1986), a research design is the plan and structure so 
conceived as to obtain answers to research questions. He stated that a research 
design sets up the framework for study of the relations among variables. Also, 
Kerlinger concluded that research design dictates how to analyze the quantitative 
representations and what type of statistical analysis to use. To this end, and for 
the above reasons, the selection of the descriptive and explanatory research designs 
was appropriate in keeping with the purposes of this study. 
Procedures 
This study was also designed to collect, formulate and analyze data relative 
to anxiety and other variables relative to job satisfaction of survivors of 
downsizing. The subjects were selected from three select educational institutions 
and three select corporations. They included those full-time employees with a 
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bachelors degree or higher, who had been employed with the organization at least 
five years and who have been or are currently engaged in downsizing. 
The study utilized the descriptive method of research. Descriptive research 
methods are used to obtain information about existing or new conditions and have 
been widely used in educational research. This approach was utilized because it 
was thought to be appropriate for this study. The study was designed to ascertain 
data in order to analyze the relationship between gender, age group, education, 
annual income, anxiety, and job satisfaction of survivors of downsizing. Also, the 
study explained the relationship between anxiety and job satisfaction of survivors. 
In addition, the study analyzed three facets of stress and anxiety and five 
facets of job satisfaction. The facets of stress and anxiety are frustration, 
depression and burnout. The five facets of job satisfaction are work, supervision, 
promotion, co-worker and the rate of pay. The study also explained other 
psychological outcomes as a result of downsizing. Those outcomes included, 
morale, fatigue, loyalty, trust and job security. Also, the study analyzed the 
measures of association between the independent variables (gender and age group) 
and the dependent variables (anxiety and job satisfaction). 
The study was segmented into two phases. Phase one consisted of the 
literature search in an effort to determine what had been done in that area of 
research. Phase two consisted of the mailing of questionnaires to various survivors 
in selected colleges/universities and corporations. In addition, some personal 
interviews were conducted with subjects who were a part of the replacement- 
44 
randomization process. The interviews utilized open ended questions to selected 
employees who were willing to personally talk about their feelings concerning the 
downsizing process and the psychological factors relating to job satisfaction. 
Personal interviews were also conducted with supervisors and managers of those 
select colleges/universities and corporations prior to selecting the instruments and 
designing the study to ascertain whether or not the most significant issues were 
covered in the study. 
As a part of this analysis, the Pearson Product-Moment Coefficient of 
Correlation was used to measure the relationship between the psychological and 
demographic characteristics of survivors of downsizing as they related to job 
satisfaction. Correlation analysis is the statistical technique used for determining 
relationships between pairs of variables. It shows the extent to which change in 
one variable is associated with change in another. Calculation of a correlation 
coefficient between two variables results in a value that ranges from -1.00 (a 
perfect negative relationship) to +1.00 (a perfect positive relationship). The 
midpoint of this range is 0 (indicates no relationship at all). According to Ary, 
Jacob, and Razavieh (1990) correlation coefficients in psychological measures, 
seldom reach the maximum points of +1.00 and -1.00. For these measures, any 
coefficient that is greater than plus or minus .90 is usually considered to be very 
high. 
According to Openshaw (1980), the reliability of a measurement is its 
ability to yield similar values at each successive application to an unchanged 
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situation. The accuracy in measuring survivors’ job satisfaction was a function of 
validity and reliability of the instruments and the process that was used in 
measuring and evaluating the variables. The validity of the instrument simply 
means that the instrument actually measures those variables that they are supposed 
to measure. The reliability of the instrument means that the instrument is 
consistent. 
The study also employed multiple regression analysis in order to explain the 
contribution of the independent variables to variation in the dependent variables 
and to determine the predictors of job satisfaction. In many situations more than 
one variable was used to predict a criterion. Multiple Regression was used when 
the prediction of a criterion used two or more predictor variables. In utilizing the 
descriptive and explanatory designs, the researcher was able to describe and 
explain the variables of the study (Jendrek, 1985). 
Research Instruments 
This study utilized data obtained through the use of the following 
instruments: 
1. The Minnesota Job Satisfaction Questionnaire (MJSQ) 
2. Hudson’s Anxiety Scale 
3. Face-to-face and telephone interviews 
The survey questionnaire was designed to be distributed to a population in 
excess of six hundred employees. Three hundred (300) of those questionnaires 
were distributed to employees from three colleges/universities and three hundred 
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(300) were distributed to employees from three select corporations who had 
engaged in downsizing. The population was comprised of males and females who 
had been employed at least five years on their present jobs and held at least a 
bachelor’s degree. 
Job Satisfaction 
The Minnesota Job Satisfaction Questionnaire (MJSQ) short form was utilized 
to measure job satisfaction. This scale was developed by D. J. Weiss and his 
associates in 1977 at the University of Minnesota, Minneapolis, Minnesota. This 
instrument was selected because it seemed to be valid for the purpose of this study. 
The scoring for the MJSQ is computed by use of a total score on five point 
Likert-type scale as follows: 
Response Choice Scoring 
Extremely Satisfied 5 
Very Satisfied 4 
Satisfied 3 
Slightly Satisfied 2 
Not Satisfied 1 
The highest possible score was 95 and the lowest possible score was 19. The 
range was as follows: 
76 - 95 Very Satisfied 
56-75 Satisfied 
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36 - 55 Neutral 
26 - 35 Dissatisfied 
19 - 25 Very Dissatisfied 
A total score of 30 to 50 indicates that the survivor of downsizing was 
satisfied with a 10 degree variance. A score of less than 10 indicated that the 
survivor of downsizing was dissatisfied and a score of 20+ indicated that there 
was a slight degree of satisfaction. 
The validity and reliability of this instrument have been documented by such 
researchers as Campbell (1972), Kerlinger (1973), Cook and Campbell (1973), 
Guuion (1978) and Albright (1972). According to Weiss (1977), this instrument 
has a reliability coefficient range from .87 to .92 in relationship to general job 
satisfaction. 
Hudson’s Anxiety Scale (AS) Hudson (1982) 
Anxiety 
The Hudson’s Anxiety Scale was used to measure the perceived anxiety level 
of the employees of downsizing. This instrument was developed by Walter 
Hudson and his associate in 1982. The instrument was selected for the study 
because it seemed to be appropriate. This scale consists of 25 items with a .90 
reliability. This scale is easy to administer, interpret, and takes approximately to 
minutes to complete. The (AS) has excellent internal consistency with a coefficient 
alpha of .94. The level of anxiety one feels with higher scores indicated higher 
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amounts of anxiety. The (AS) is scored by first reverse-scoring items (30, 35, 36, 
38, 42, 44, 46). Totaling these and the scores on the other items, and subtracting 
25. This gives a potential range of scores from 1 to 100. 
Response Choice Scoring 
1 None of the time 1 -20 
2 Rarely 21 - 40 
3 Some of the time 41 - 60 
4 Most of the time 61 - 80 
5 All of the time 80 - 100 
The scores ranged from 1 - 100. All respondents expressed some degree of 
anxiety just from normal developmental and life changes. Some respondents may 
have been extremely anxious and did not respond adequately. Some, may have 
scored in the high range of anxiety and still scored high on job satisfaction. 
The range of scores is as follows: 
1 = Low 
2 = Moderately low 
3 = Moderately high 
4 = High 
5 = Very high 
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Measurement of the Variables 
The variables in this study were measured by using a combination of various 
responses to questions stated in the questionnaire. Basic demographic variables 
were measured as follows: 
The survivors’ occupational status was measured by question 7. 
"What is your occupational status?" 
The responses for this question ranged from technical to professional. 
Educational status and job preparation were measured by question 3, on a five- 
point Likert-type scale. 
"Which of the following, describes the educational level of the 
survivors?" 
Bachelor’s degree, Master’s degree, Ph.D. degree, others. 
Job stress and anxiety were measured with responses to the questions stated 
below: 
"As compared to your feelings before downsizing, describe:" 
"To what extent do you feel tense?" 
"To what extent do you feel anxious?" 
"To what extent do you feel nervousness or shakiness inside?" 
Job satisfaction was measured with responses to the following questions. 
"Compare to your feelings prior to downsizing." 
"How satisfied are you with the following?" 
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Question 7 - The working conditions? 
"The way my co-workers get along with each other. " 
Question: "The way company policies are put into practice." 
Question: "The way the job provides for steady employment." 
Question: "The pay and the amount of work that I do." 
The following variables were measured by the respondent’s self classification 
into the categories stated below: 
Sex (Male-Female) 
Age (Under 30, 30-39, 40-49, & 50-Over) 
Marital status (Married-Single) 
Salary (Below $30,000, $30,000-39,000, $40,000- 
49,000, $50,000-59,000, $60,000-Above) 
Tenure (The number of years in stated or similar 
position ranging from 5-25 years and over.) 
Interviews 
Some face-to-face and telephone interviews were conducted using the 
questionnaire to collect the data to be analyzed by the researcher that described the 
survivors’ responses to downsizing. The clusters of psychological feelings or 
outcomes included: Insecurity (anxiety, fear), morale, frustration, anger, and 
resentment, stress, depression, confusion, loss of control, others. 
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Population 
The population from which sample units were extracted were the employees 
who have survived previous waves of downsizing and who, conceivably, could be 
the victims of future downsizing. The population included managers, supervisors, 
professional and technical employees of selected colleges/universities and 
corporations whose home offices are located in the Atlanta area and selected other 
cities. Employees were selected whose corporation or educational institution had 
experienced downsizing during the last twenty-four months. This assured the 
researcher that respondents would be able to more accurately describe the 
circumstances in which they found themselves as a result of the downsizing. The 
sample units of the two populations were employees who have been with their 
respective employers for five or more years and thus, had a clear understanding of 
the environment within which they work. 
Site 
The site of the study was Metropolitan Atlanta, a growing, competitive, 
diverse, urban city located in the southeastern part of the United States. This site 
was chosen because the information could be obtained to complete the study. 
Also, the site was chosen because of the accessibility to the survivors who are a 
part of this study. Finally, because of the diversity of the population in 
Metropolitan Atlanta, the researcher had a sufficient cross-section of corporations, 
educational institutions and other organizations to select sample units for this study. 
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Sample 
For the purpose of this research, a minimum of three hundred (300) 
respondents each in supervisory, professional or technical jobs from both the 
educational institutions and selected corporations were judged to bw adequate to get 
a comprehensive assessment of the conditions surrounding downsizing and its 
aftermath. In fact, it was quite striking to discern that after ten personal interviews 
during the exploratory phase of this study, the responses began to form a pattern. 
Accordingly, this evidence suggested that one could utilize a sample of 500 units 
and the conclusions would not vary appreciably. 
Data Collection 
All data were collected and stored by the researcher. These data are the 
result of the questionnaire mailed by the researcher entitled "Anxiety and Job 
Satisfaction of Survivors of Downsizing." The questionnaire contained three 
sections: Background Information (Demographics), Anxiety (Anxiety Scale) and 
Job Satisfaction (MJSQ Scale). The questionnaire required approximately ten 
minutes to complete. 
Procedure 
The periods of the study were the pre-research period, Survey period, Data 




The first step of the study was to select a topic of interest, the next step was 
to select a questionnaire that embraced all of the issues that would be relevant to 
the study. The questionnaire required approximately ten minutes to administer. 
The next step was to formulate the research questions. This researcher personally 
interviewed some survivors from educational institutions and corporations. The 
next step was to select the sample units. This process was done by a process of 
random sampling from a select population. 
Survey Period 
Questionnaires were mailed to participants with instructions about how the 
questionnaires were to be completed and returned to the researcher in the specified 
time. After a two week period, telephone calls and letters were made to delinquent 
participants as reminders to complete questionnaires. 
Post Survey Period 
During this period data were formatted for presentation. Appropriate figures 
and tables were prepared utilizing appropriate graphs. A statistical graphic 
computer application designed to aggregate or count SPSS Macintosh data was 
used to record selected statistical functions. After the data were compiled, and 
analyzed, the study was terminated. 
Treatment of Data 
Statistical treatment of data employed descriptive statistics included measures 
of central tendency, frequency analysis, and measure of association statistics for 
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analysis of relationships. Data were analyzed utilizing the Statistical Package for 
the Social Sciences (SPSS Macintosh). 
Minnesota Job Satisfaction Questionnaire 
Questionnaire: Descriptive statistics enabled the researcher to develop a 
demographic profile of the sample. 
Column graphs were used to augment the profile of the survivor respondents. 
Cross tabulations were used in order to analyze the association of the five 
independent variables with the dependent variables of the study. Multiple 
regression analysis was used to analyze the facets of the dependent variables in 
order to determine which of those facets would predict the stress and anxiety and 
job satisfaction of survivors of downsizing. Hypothesis testing was done at the .05 
level of probability. 
Analysis of the Data 
Statistical treatment of data employed descriptive statistics utilized the Pearson 
Product-Moment Coefficient of Correlation test to determine if there was a 
significant relationship between the psychological and demographic characteristics 
and job satisfaction of survivors of downsizing. The level of significance was set 
at the .05 level of probability. The results of those analysis are presented in 
Chapter IV. 
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Statistical Description of the Variables 
This study consisted of 14 variables. Data on those variables were compiled 
and analyzed with the assistance of the Clark Atlanta University Center’s computer 
laboratory using the SPSS program. Survivors of downsizing were defined in 
Chapter I as those employees who remained with the organizations after the 
downsizing process. The employees must have had at least a bachelor’s degree, 
must have been employed with the organization a minimum of five years and must 
have held positions such as professors, supervisors/managers, technicians or other 
professional positions. 
Statistical Techniques 
The statistical data for use in this study were determined by the following 
statistical analysis. 
1. The Pearson Product-Moment Coefficient of Correlation Analysis 
2. Multiple Regression Analysis 
The purpose of the statistical techniques was to show a theoretical structured 
relationship between the results of the variables being reported. The correlation 
analysis was used to determine those independent variables (demographics) that 
were related to the dependent variables, anxiety and job satisfaction. The product- 
moment coefficient of correlation was developed by the English statistician, Karl 
Pearson and called the pearson r, it is the most commonly used correlation index 
for linear data. It provides a meaningful index for indicating relationship, with the 
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sign of the coefficient indicating the direction of the relationship and the difference 
between the coefficient and 0 indicating the degree of the relationship. 
The primary purpose of the multiple regression analysis was to show the 
degree of dependence of two or more the variables used in the study. This 
permitted the researcher to obtain an estimate of the relationships between the 
independent demographic variables; age, gender, tenure and income, and the 
dependent variables; anxiety and job satisfaction. 
CHAPTER IV 
ANALYSIS AND INTERPRETATION OF DATA 
Introduction 
This chapter represents the findings of the study as a result of the analysis of 
the sample data. It presents the characteristics of the sample and an analysis of the 
data obtained from the questionnaire. The primary focus of this study was to 
determine the relationship between anxiety and selected demographic variables 
(gender, age, tenure, income) and job satisfaction of survivors of downsizing in 
selected colleges/universities and corporations. Of the 600 survivors of downsizing 
who were mailed questionnaires in 3 selected colleges/universities and 3 selected 
corporations in Metropolitan Atlanta and in other major cities, a surprising 335 or 
55.8 percent of the participants responded to the study. 
Random Sampling 
Through newspaper articles, magazines, and personal discussions with 
colleagues this researcher was able to ascertain the names of educational 
institutions and corporations that were downsizing. The researcher then contacted 
persons within those organizations, and through referrals, was able to secure a list 
of approximately 600 names and addresses of affected employees of downsizing. 
It is emphasized here, that because of the sensitivity of the downsizing process, 
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each sample unit requested anonymity, as a condition of granting the interview or 
completing the questionnaire. 
The sample was drawn from a pool of 600 potential respondents obtained 
from a list of names and addresses from 3 selected educational institutions and 3 
selected corporations in Atlanta and other major cities. These subjects were 
randomly selected using the replacement-randomization process. This process is 
carried out as following: 
In order to equate the sample size, a total of 300 names were collected 
each, from educational institutions and corporations. Each name was 
given a number. Each group of 300 names was placed in separate 
boxes. To randomly select the specific sample units, the researcher 
pulled a name from each box. Each name was recorded and returned to 
the box until three hundred (300) names from each box had been 
selected, each from educational institutions and corporations. To 
randomly select the specific sample units, researcher pulled a name from 
each box. Each name was then recorded and returned to the box until 
another three hundred names from each box had been selected. All six 
hundred (600) names were mailed a questionnaire with an accompanying 
cover letter and a self-addressed stamped envelope to be returned to the 
researcher within two weeks. 
In addition to the mailed questionnaire, several open-ended personal 
interviews were conducted before finalizing the mailed questionnaire. Those 
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interviews were conducted as a mean of ascertaining whether or not all of the 
important issues had been included in the questionnaire. The information collected 
from the interview helped to determine what instrument would better measure the 
necessary responses from survivors of downsizing. 
The data used for this study were based on responses from 145 respondents 
from the 3 major colleges/universities and 190 respondents from corporations in 
metropolitan Atlanta and other major cities. 
Table 4.1 gives a breakdown of the demographics profile of the respondents 
from the colleges/universities. It is a summary that profiles the respondents from 
colleges and universities. The majority of those respondents were females, (92 or 
63.4%) earning less than $30,000, (36 or 25.3 %) annually. The majority of those 
respondents were married (66 or 45.2%) and had earned a Master’s degree, (64 or 
44.4%). The data show that the largest group of the respondents from colleges 
and universities indicated that they earned under $30,000 annually (36 or 24.8%), 
while the largest group in the corporate sector (49 or 25.8%) fell into the $30,000 
to $39,000 salary range. 
Significantly, however, the percentage of survivors falling in the $60,000 and 
above category for universities was 40 percent higher than that of corporations, 
i.e., 18.6 percent for colleges and universities versus 13.2 percent for Table 4.3 
corporations. Similarly, 36 percent of the respondents from colleges and 










Universities Corporations Corporations 
Below $30,000 36 24.8 45 23.7 
$30,000 - 39,000 30 20.7 49 25.8 
$40,000 - 49,000 26 17.9 40 21.1 
$50,000 - 59,000 26 17.9 31 16.3 
$60,000 & Above 27 18.6 25 13.2 
Total 145 100.0 190 100.0 
N = 335 
On the surface this income profile showing that colleges/universities earned 
more than corporations would appear to be paradoxical. However, part of the 
answer could be that 7 out of 10 corporate respondents had been on their jobs less 
than ten years, where as only 5 out of 10 respondents from colleges/universities 
had been on their jobs less than ten years. Thus, on the thesis that job income 
accompanies longevity, these numbers are less surprising. 
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The majority of the survivors in Table 4.1 worked full time in both colleges/ 
universities and corporations. Of the 335 respondents, 145 (43%) were from 
colleges/universities and 187 (56.2%) were from corporations. 
Table 4.2 indicates that of the 335 questionnaires received, almost 40 percent 
of the survivors in both corporations and colleges were employed between five and 
nine years at their respective institutions. Predictably, survivors of colleges and 
universities had the highest level of tenure. Approximately 50 percent of the 
Table 4.2 






Universities Corporations Corporations 
5 -9 54 37.2 75 39.5 
10- 14 17 11.7 38 20.0 
15 - 19 30 20.7 34 17.9 
20- 24 29 20.0 23 12.1 
25 & Over 15 10.3 20 10.5 
Total 
N = 335 
141 100.0 190 100.0 
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survivors of colleges had more than 15 years of tenure versus 40 percent of 
corporate survivors. 
Table 4.3 depicts the response data relative to the gender of the survivor of 
downsizing. Of the 335 respondents, the gender breakdown was almost identical 
between colleges and corporations. Slightly less than two-thirds of the respondents 
from both groups were women, with the remaining being men. 
Table 4.3 





Universities Corporations Corporations 
Male 53 36.5 69 36.3 
Female 92 63.4 121 63.6 
Total 145 100.0 190 100.0 
N = 335 
Table 4.4 indicates that the ages of the survivors ranged from under 30 years 
to 60 years of age. The largest group of respondents from both colleges and 
corporations (62 or 42%) fell into the 40 to 50 years age group. The percentage 
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Table 4.4 






Universities Corporations Corporations 
Under 30 25 17.2 37 19.5 
30 - 39 39 26.9 53 27.9 
40 - 49 62 42.1 80 42.1 
50-60 20 13.8 20 10.5 
Total 145 100.0 190 100.0 
N = 335 
of respondents represented by this age group was exactly the same, i.e., 42.1 
percent, respectively. Similarly, the respondents in the 30 to 39 age group were 
essentially the same at 26.9 percent and 27.9 percent for colleges and corporations, 
respectively. 
Table 4.5 indicates that a total of 300 questionnaires were mailed to 
employees who were survivors of downsizing in three select colleges/university. A 
total of 300 questionnaires were mailed to employees who were survivors of 
downsizing in three major corporations. A total of 145 (48%) responses were 










Universities Corporations Corporations 
Colleges/ 
Universities 3 300 145 48.3 
Corporations 3 300 190 63.0 
Total 
N = 335 
6 600.0 335 55.8 
The data being reported were analyzed by using the Pearson Product-Moment 
Coefficient of Correlation and the multiple regression analysis. 
The following five hypotheses were formulated and tested by the above stated 
analysis using the .05 level of significance as the determinants for their acceptance 
or rejection. 
HI: There is no statistically significant relationship between the 
annual income and job satisfaction of survivors. 
H2: There is no statistically significant relationship between the 
job tenure and the job satisfaction of survivors of 
downsizing. 
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H3: There is no statistically significant relationship between the 
gender and the job satisfaction of survivors of downsizing. 
H4: There is no statistically significant relationship between the 
age and the job satisfaction of survivors of downsizing. 
H5: There is no statistically significant relationship between the 
anxiety and job satisfaction of survivors of downsizing. 
The five hypotheses above formed the bases for this study. This section 
comprises an analysis of the questions and the testing of the hypothesis. Each 
research question was restated and data were presented so as to facilitate analysis 
of that question. Similarly, each hypothesis was restated and tested seriatim. The 
first question, the relationship between annual income and job satisfaction of 
survivors of downsizing, was analyzed. 
Question 1: What is the relationship between the annual 
income and job satisfaction of survivors of 
downsizing? 
HI: There is no statistically significant 
relationship between the annual income and 
job satisfaction of survivors. 
The Pearson Product-Moment Coefficient of Correlation yielded an r value of 
.838 at the .05 level of confidence between annual income and job satisfaction. 
Therefore, the null hypothesis was not accepted. 
Table 4.6 
Summary of Findings 
Income Gender 
Income 1.0 
P = -.3038* 
Gender 1.0 
P = .0000 P = .0335 
Age .3966* 
P = .0000 P = .558 
Tenure .4731* -.0326 
P = .0000 P = .558 
Anxiety -.0456 -.0432 
P = .417 P = .441 
Satisfaction .0014 .0580 
P = .838* P = .297 
*P < .05 
Satisfaction Age Tenure 
1.0 
P = .5824* 
.5824* 1.0 
P = .0000 P = .0000 
.0320 .0085 
P = .568 P = .883 
.0236 .0085 
P = .672 P = .120 
Anxiety 
1.0 
P = .0000 
-.0517 




The most salient data in Table 4.6 are the statistically significant correlation 
coefficients between the following variables: 
1. income and job satisfaction r = .838 
2. income and age r = .3966 
3. income and tenure r = .4731 
4. gender and age r = .558 
5. age and tenure r = .5824 
The other coefficients were statistically insignificant. 
Question 2: What is the relationship between job tenure 
and job satisfaction of survivors of 
downsizing? 
H2: There is no statistically significant 
relationship between the job tenure and the 
job satisfaction of survivors of downsizing. 
The Pearson Product-Moment correlation of coefficient yielded an r value of 
.0085 at the .05 level of confidence between job tenure and job satisfaction. 
Therefore, the null hypothesis was accepted. This means that whether an 
employee has been on the job two years or 20 years has little to do with the level 
of satisfaction he gets from his job. 
According to Hakim (1996), ten years of downsizing and widening income 
inequality have changed the realities of the work world. The dark edge of the 
workplace now includes fear, anxiety, uncertainty and insecurity as white collar 
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workers and professionals join their blue collar brothers and sisters in the 
unemployment lines, or equally devastating is their being forced to accept jobs 
paying only a fraction of their earlier earning level. 
While the correlation level of anxiety with job satisfaction was inverse as one 
would expect, one would also expect the coefficient level to be higher in an inverse 
direction, given the trauma associated with downsizing. In this regard, Karen 
Pennar (1996), in her article entitled "Business Anxiety," concluded that anxiety is 
a story that cannot be told by the numbers only, because the numbers, at times, are 
misleading. Similarly, David Forquer (1994), Executive Director of the Center for 
Executive Education at Georgia State University’s College of Business, raised the 
question, "Is downsizing just bad news for survivors?" His response was "Not 
necessarily. Many workers in his survey reported greater job satisfaction, 
particularly when jobs are creatively redesigned to afford greater autonomy and 
decision-making authority." 
For these reasons, it is clear that there are cross-currents of opinion, attitudes 
and levels of anxiety of survivors of downsizing. It is not surprising, therefore, 
that the correlation coefficient between anxiety and job satisfaction is not higher. 
Results of the Regression Analysis 
Regression analysis was used in this study to test the five hypotheses. Table 
4.7 contains data about job satisfaction as a dependent variable. Rf, the 
coefficient of determination, indicates the proportion of variations in job 
satisfaction. An of .03107 indicates that only three percent of the variation in 
Table 4.7 
Multiple Regression of Job Satisfaction with Anxiety as the Dependent Variable 
B SEB BETA 1 SIG T 
Age 1.007351 0.635971 0.122931 1.584 0.1147 
Dependent 2.325468 1.330551 0.103662 1.748 0.0816 
Education -0.642312 0.396047 -0.099627 -1.1622 0.106 
Gender -1.191734 0.971551 -0.027169 -1.227 0.221 
Manager -0.510583 1.653182 -0.023907 -.309 0.7577 
Marital Status 0.513347 0.366559 0.83532 1.400 0.1625 
Professional -2.135721 1.320087 -0.142386 -1.618 0.1068 
Professor 0.674162 1.98645 0.024245 .339 0.7346 
Organization 1.987381 0.957371 0.133484 2.076 0.0388 
Salary .583596 0.399046 -0.102624 -1.352 0.1776 
Service -0.329584 0.41778 -0.063924 -.789 0.4309 
Supervision 0.594815 1.699805 0.026314 .350 0.7267 
Technical 1.505876 1.966655 0.054156 .766 0.4445 
Work 3.252203 1.6944542 0.1217 1.919 0.056 
(Constant) 51.537686 3.813621 13.514 .0000 
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job satisfaction is accounted for by the demographic and psychological variablesin 
this study. None of the beta coefficients as they related to job satisfaction were 
perceived by the researcher to be significant for this study. 
Table 4.8 reveals the multiple R of anxiety to be .31196 and that the Rf is 
stated as 09732. This indicates that nine percent of the variation in anxiety is 
accounted for by other variables that the researcher did not observe. Here again, 
the beta coefficients as they relate to job satisfaction were found to be insignificant. 
The beta coefficients that were found to be marginally higher than the other 
variables were the variable, professor, at .142386 and the type of organization or 
work environment or corporation as .133484 (Table 4.9). This can be perceived 
by the researcher to mean that the contrast to corporations, colleges/universities are 
non-profit organizations and have not downsized to the extent that corporations 
have and that the occupation of the employee, for example, professor, has not been 
impacted to the same degree that employees have in corporations. In fact, colleges 
and universities have just begun the downsizing process and, as stated in Chapter I, 
because of its negative connotation, refer to downsizing as "reduction in force" 
(R.I.F.). Table 4.9 contains information about job satisfaction of survivors of 
downsizing. 
Statistically, the regression analysis has shown that neither anxiety, nor the 
demographic variables have affected the survivors of downsizing to the point that 
they are dissatisfied with their jobs. Studies have shown that it is the "process" 
Table 4.8 
Multiple Regression of Job Satisfaction as a Dependent Variable 
B SEB BETA I SIG T 
Age -0.573139 .581278 -.078215 -.986 .3250 
Dependent 1.435054 1.223230 .071312 1.173 .2417 
Education 0.397075 .336072 .067972 1.085 .2790 
Gender 1.03573 .898017 .073850 1.153 .2497 
Manager -.186864 1.581540 -.061212 -.118 .9060 
Professional .495725 .343017 .036553 -1.003 .3166 
Professor .260065 1.234859 .010384 .401 .6884 
Organization .429812 1.859425 0318015 .140 .8889 
Salary .182863 .887888 .124071 .484 .6287 
Service .583596 .369429 .016111 .495 .6210 
Supervision 0.334553 .384630 .028821 1.517 .1303 
Technical .736702 1.611499 .025702 2.08 .8357 
Work .619703 1.863160 .395 .6928 
(Constant) 71.183669 3.568562 19.947 .6907 
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Table 4.9 
Multiple Regression for Job Satisfaction of Survivors of Downsizing 
Variable 
(N = 335) 
B SEB Beta T Value Sign T 
SUPRSAT (Supervision Satisfaction) .357281 .029239 .373780 12.219 .0000 
PAYS AT (Pay Satisfaction) .220902 .0223257 .255444 9.498 .0000 
COWKSAT (Coworkers Satisfaction) .249769 .033568 .215725 7.441 .0000 
POMOTSAT (Promotion Satisfaction) .206222 .026801 .225661 7.695 .0000 
WORKSAT (Work Satisfaction) .326222 .039279 .249475 8.305 .0000 
(Constant) -.951779 .105066 -9.059 .0000 
JOBSAT (Job Satisfaction) R = .89830 R2=. 80694 DF = 5 Sign F .0000 
itself of the downsizing that survivors are dissatisfied with (Tracy, 1993; Howard 
1985). 
As shown in Table 4.9, supervisor satisfaction had a beta weight of .373780 
which indicated the strongest association with job satisfaction for survivors of 
downsizing. Based on the strength of association, it could be concluded that of the 
five facets, supervision satisfaction was the best predictor of job satisfaction for 
survivors of downsizing. Accordingly, pay satisfaction with a beta weight of 
2.55444 was ranked as the second best predictor of job satisfaction, work 
satisfaction (.249475) was ranked third, promotion satisfaction (.225661) was 
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ranked fourth, while coworkers satisfaction with a beta weight of .215725 was 
ranked fifth and thereby considered the least best predictor of job satisfaction for 
survivors of downsizing. In addition, the coefficient of determination (R2 = 
.80694) indicated that 80% of the variation in job satisfaction can be explained or 
predicted by the facets of job satisfaction. 
All of the hypotheses stated that these variables would not be significantly 
related to job satisfaction. Therefore, all of the hypotheses were accepted. Table 
4.9 depicts job satisfaction of survivors of downsizing. 
Summary 
In summary, it can be concluded that survivors of downsizing involved in this 
study do not reveal as much anxiety as one would predict, and that the 
psychological impact stems from other variables that were not observed in this 
study. The analysis reveals that survivors are still satisfied, to some degree, with 
their jobs. No relationships were found to exist between gender, age, tenure, 
salary and job satisfaction or their anxiety level and job satisfaction. The statistical 
analyses employed in this study showed a consistency in the stated results of data. 
During the person-to-person interviews with several employees who were 
survivors, however, this researcher discerned strong feelings with respect to the 
organizational climate in which they functioned, particularly with respect to the 
downsizing process. 
It was discovered in the course of this analysis that measuring anxiety is an 
inexact science, particularly where there are cross currents of opinions in the 
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population. The research pointed out that the level of anxiety was a function of 
several variables, the most important of which is the fairness with which 
downsizing is carried out and the degree to which the survivors are given job 
enrichment and more autonomy in the conduct of their jobs. If the survivors’ jobs 
are enriched, and they are granted more autonomy, they become happier in their 
jobs. Thus, when these happy (satisfied) survivors are intertwined with survivors 
that are treated the opposite of the enrichment process, and are thus unhappy, the 
correlation coefficient becomes hard to interpret. In summary, this study shows 
that survivors can be very disturbed about the downsizing process, while, at the 
same time, they can be happy with their specific job, per se. This phenomenon 
suggests the need for additional research that will distinguish between the two 
management approaches. 
CHAPTER V 
FINDINGS, CONCLUSIONS, IMPLICATIONS, AND RECOMMENDATIONS 
The recent wave of downsizing in American organizations has taken its 
psychological toll on the nation’s workplace. While this study focused upon 
colleges/universities and corporations, downsizing has permeated management 
strategies in most of America’s organizations and institutions. When organizations, 
regardless of their type, eliminate large numbers of workers, those who remain 
often experience anxiety, anger, guilt, loss of self esteem and similar psychological 
trauma. As organizations downsize, responsibilities of the organization shift to 
those who remain. Improperly designed and managed, these responsibilities can 
cause frustration, irritability, fatigue and ultimately, burn-out on the part of those 
who remain (the survivors). 
This study had as its purpose the determination of the relationship between the 
demographics of survivors, i.e., gender, age, salary, tenure and anxiety, as they 
relate to job satisfaction of survivors of downsizing. 
To provide a framework for the analysis of downsizing as it impacts 
survivors, a set of five questions and five hypotheses were formulated. The 
questions are as follows: 
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To answer these questions and test these hypotheses, a sample of 500 
questionnaires were sent to survivors of downsizing in selected colleges/universities 
and corporations. Two and three hundred questionnaires, respectively, were sent 
to colleges/universities and corporations. Of the 500 questionnaires that were sent 
out, 335 (67%) were returned, 190 from corporations and 145 from colleges/ 
universities. 
The research instruments that were utilized in the study were correlation, 
factor and multiple regression analysis. In essence, several of the null hypotheses 
were not rejected. This meant that there was very little correlation between the 
demographics and anxiety and job satisfaction of survivors of downsizing. 
Findings 
The findings derived from the data obtained from this study are as follows: 
1. A coefficient of .3966 was found between income and age. 
2. A coefficient of .4731 was found between income and tenure. 
3. A coefficient of .838 was found between income and satisfaction. 
4. A coefficient of .558 was found between gender and age and gender and 
tenure. 
These coefficients were statistically significant beyond the .05 level of 
confidence. All other coefficients were statistically insignificant. 
It should be emphasized, however, that downsizing impacts survivors in much 
the same manner whether they are young or old, male or female, high income or 
low income. Moreover, it became obvious during the course of the study that 
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measuring anxiety resists precise analysis. This is even more so when there are 
cross currents of opinions in the population under study. It became clear during 
the study that the level of anxiety was a function of a number of variables, the 
most significant of which is the fairness with which downsizing is carried out, and 
the degree to which the survivors were given job enrichment and more autonomy 
in the conduct of their jobs. If they are given those attributes, they generally have 
a high degree of job satisfaction, even after downsizing. If they are not given 
these attributes, they will have a high degree of dissatisfaction with their jobs. 
Thus, when highly satisfied, survivors are intermingled with highly dissatisfied 
survivors, the correlation coefficients resist definitive interpretations. This is 
particularly true when survivors are satisfied with their jobs, per se. These cross 
currents cannot be predicted a-priori. However, this does suggest a need for 
additional research that will distinguish between the two management approaches, 
with respect to downsizing and the distinction between environmental 
(organizational climate) and specific job satisfaction per se. 
Conclusions 
The findings derived from this study seem to warrant the following 
conclusions: 
1. Employees are concerned about their income, especially as they mature. 
2. The level of one’s income seems to be a factor in determining whether or 
not one remains on a specific job. 
3. Level of income helps determine employee satisfaction on a specific job. 
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4. Gender and age and gender and tenure seem to be related. 
Implications 
The conclusions, drawn from the findings of this study, seem to warrant the 
following implications: 
1. There are many variables involved in this type of study and the effects of 
their interactions are too intricate to isolate and determine their specific 
effects. 
2. Affective variables like feelings and attitudes of both employees and 
employers become involved and they change so quickly that they cannot 
be held constant long enough to study their effects. 
Recommendations 
The implications, inherent in the conclusions drawn from the findings of this 
study, seem to warrant the following recommendations: 
1. That more carefully designed and executed studies be made to help 
determine the validity of these findings. 
2. That more representative samples be used to help determine the extent to 
which these findings can be generalized to the universe. 
In spite of the above qualifications, the results of this research suggest a set of 
recommendations for organizational management and for survivors of downsizing 
organizations. These recommendations are divided into three categories - those for 
management, those for survivors and those for counselors. It should be 
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emphasized that the strategies for proper downsizing apply to colleges/universities 
and corporations, as well as any other type or organization that is held accountable 
for a bottom line objective. 
As for management, there are several key steps that should be taken if the 
downsizing process is going to lead to sustainable higher productivity and higher 
morale. They are: 
1. Management should devise a downsizing plan making sure to involve the 
employees, while setting forth a truthful rationale for the need to downsize. This 
strategy should be communicated in a wide variety of media, including personal 
meetings with the employees. The absence of this step will lead to distrust of 
management among the employees, dispirited workers, possible sabotage of the 
company, and thus possible defeat of the primary objective of downsizing. 
2. Criteria for determining who should stay and who should go should not be 
shrouded in secrecy, but should be as objective and understandable as possible. 
Failure to take this step can lead to anxieties on the part of employees because of 
their inability to make a rational assessment of what their future is likely to be. 
3. The process should not be sprung upon the employees without prior and 
ample warning. Downsizing without warning is perhaps the most cruel of 
management actions. It speaks volumes about the character of management, and 
those volumes are all negative. 
4. Out-placement assistance should be provided for those who must go. 
What management does or does not do for those who must go is a precedent to 
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what is likely to happen to the survivors should another wave of downsizing occur. 
Failure to treat those who must go humanely, predisposes the organization to the 
possible loss of some of its best talent, particularly of survivors who, observed the 
callous treatment of their colleagues, fearing they are next. 
5. Job enrichment and empowerment of survivors should be initiated 
following downsizing. This strategy has the potential of transforming an unhappy 
and shocked survivor group into a happy and highly productive team. 
6. Finally, a counseling service should be made available to the survivors to 
neutralize some of the trauma and anxieties that followed the downsizing process. 
For even if the downsizing was perceived by the survivors to be necessary and 
ultimately good for the organization, the anxieties and trauma associated with 
change will need to be ameliorated for the best interest of the organization. 
As for survivors, a number of steps should be taken to ameliorate the negative 
aspect of downsizing. They are: 
1. Survivors must adopt a new way of thinking regarding their career. This 
stems from the fact that the day when an employee could spend his entire work life 
in one or two organizations, is gone forever. Corporate loyalties appear to extend 
as long as an employee is perceived as contributing to the bottom line, following 
which, the employee is no longer needed. Fortunately or unfortunately, dependent 
upon your point of view, colleges and universities still have a system of tenure that 
precludes that type of employee abuse. Even in colleges/universities, the 
pendulum seems to be swinging away from tenure, under any conditions. Some 
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universities have begun to downsize and some of those who are let go are tenured 
professors, it is not yet widespread, but the movement is in that direction. 
At any rate, survivors must assume the responsibility for the management of 
their careers. It must not be left to management or others. Some strategies worth 
pursuing are: (1) actively cultivate a network. Do not become a loner. A loner 
cannot make it in a competitive society. (2) Seek out mentors both within and 
outside your organization. No matter how good we are at our jobs, we all need 
help along the way. Research shows that those who make it to the top of their 
organizations are those who had the most help along the way. (3) Always be on 
the look-out for opportunities to learn new jobs beyond your present job. (4) Be a 
self starter. Do not wait for your supervisor to give you orders. (5) Always keep 
the organization’s goals in mind and strive to make a contribution to the 
achievement of those goals. 
With respect to counselors, increasingly, this professional service will be 
needed as American institutions of all types continue to reengineer, rightsize, or 
downsize, by whatever name, in the predictable future. The following are some 
strategies that counselors can undertake in a downsizing environment. 
1. Counselors can work with management in the development of the 
downsizing process in order to emphasize the human side of this process. 
2. Counselors can design support programs for survivors that will help them 
deal with their anxieties, which are often quite pronounced in a downsizing 
environment. 
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3. They can establish and communicate strategies for skills enhancement and 
development. Because of the rapid change of technology and the competitive 
environment, skills that are in demand at a given time may be obsolete within five 
or ten years. In universities, programs that were in demand at one time may 
become obsolete at a future period. Anticipating and preparing for these changes 
will make the transition smoother for the survivor and the organization. 
4. Counselors can serve as career management and career transition 
consultant to help survivors to adapt to new goals and visions of their organization. 
5. The evidence is increasing that managers who have to executive the "pink 
slips" suffer from as much anxiety and trauma as those whom they supervise. 
Thus, counselors can develop counseling programs to assist management in 
managing their emotional trauma. 
From the above, it can be seen that managing the downsizing process is a 
complex phenomenon. Even under the best of circumstances, it is likely to be 
traumatic for both survivors and their supervisors. Moreover, this phenomenon is 
not likely to be a passing fancy. Instead, it is likely to prevail into the foreseeable 
future. This research suggests that a team approach to downsizing, including 





ANXIETY AND JOB SATISFACTION OF SURVIVORS OF DOWNSIZING 
The following information will be used in a research study that seeks to analyze 
the effects of downsizing upon the job satisfaction of the employees who remain in 
the organization: the survivors. This information will be kept strictly confidential; 
therefore, please do not sign the questionnaire. Thank you. 
DEMOGRAPHICS 
Place a check mark (x) next to the appropriate item. Choose only one answer for 
each question. 
1. Gender: [1] ( ) Male [2] ( ) Female 
2. Age: [1] ( ) Under 30 [2] ( ) 30-39 [3] ( ) 40-49 [4] ( ) Over 50 
3. Education: [1] ( ) Bachelor’s Degree [2] ( ) Master’s Degree 
[3] ( ) Doctorate Degree [4] ( ) Other 
4. Marital Status: [1] ( ) Married [2] ( ) Never Married [3] ( ) Separated 
[4] ( ) Divorced [5] ( ) Widowed 
5. Employment: [1] ( ) Full Time [2] ( ) Part Time [3] ( ) Other 
6. Organization: [1] ( ) Corporation [2] ( ) College or University 
7. Occupational Status: [1] ( ) Supervisor [2] ( ) Manager [3] ( ) Professional 
[4] ( ) Technical [5] ( ) Professor [6] ( ) Other 
8. Salary: [1] ( ) Below $30,000 [2] ( ) $30,000-$39,000 
[3] ( ) $40,000-$49,000 [4] ( ) $50,000-$59,000 [5] ( ) $60,000-above 
9. Years of Service: [1] ( ) 5-9 [2] ( ) 10-14 [3] ( ) 15-19 [4] ( ) 20-24 
[5] ( ) 25 & over 
10. Number of Dependents: [1] ( ) 0-3 [2] ( ) 4-6 [3] ( ) 7 & above 
85 
JOB SATISFACTION 
How satisfied are you with the following aspect of your job? Compared to your 
feelings before downsizing, how satisfied are you with your job since downsizing? 
1 = very satisfied; 2 = satisfied; 3 = neutral; 4 = dissatisfied; 5 = very 
dissatisfied 
11.   Being able to keep busy all the time 
12.   The chance to work alone on the job 
13.   The chance to do different things from time to time 
14.   The chance to be "somebody" in the community 
15.   The way my boss handles his/her workers 
16.   The competence of my supervisor in making decisions 
17.   Being able to do things that don’t go against my conscience 
18.   The way my job provides for steady employment 
19.   The chance to do for other people 
20.   The chance to do something that makes use of my abilities 
21.   The way company policies are put into practice 
22.   The chances for advancement on this job 
23.   The pay and the amount of work I do 
24.   The freedom to use my own judgment 
25.   The chance to try my own methods of doing the job 
26.   The working conditions 
27.   The way my co-workers get along with each other 
28.   The praise I get for doing a good job 
29.   The feeling of accomplishment I get from the job 
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HUDSON’S ANXIETY SCALE (AS> 
Please select the appropriate number for each statement. 
1 = None of the time; 2 = Very rarely; 3 = Some of the time; 
4 = Most of the time; 5 = All of the time 
30.   I feel calm. 
31.   I feel tense. 
32.   I feel suddenly scared for no reason. 
33.   I feel nervous. 
34.   I use tranquilizers or other antidepressants to cope with my anxiety. 
35.   I feel confident about the future. 
36.   I am free from senseless or unpleasant thoughts. 
37.   I feel afraid to go out of my house alone. 
38.   I feel relaxed and in control of myself. 
39.   I have spells of terror or panic. 
40.   I feel afraid in open spaces or in the streets. 
41.   I feel afraid I will faint in public. 
42.   I am comfortable traveling in buses, subways or trains. 
43.   I feel nervousness or shakiness inside. 
44.   I feel comfortable in crowds, such as shopping or at a movie. 
45.   I feel comfortable when I am left alone. 
46.   I feel afraid without good reasons. 
47.   Due to my fears, I unreasonably avoid certain animals, 
objects or situations. 
48.   I get upset easily or feel panic. 
49.   My hands, arms or leg shake or tremble. 
50.   Due to my fears, I avoid social situations whenever possible. 
51.   I experience sudden attacks of panic which catch me by surprise. 
52.   I feel really anxious. 
53.   I am bothered by dizzy spells. 
54.   Due to my fears, I avoid being alone whenever possible. 
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QUESTIONNAIRE 
The following information will be used in a research study in analyzing the determinants and 
their effect on perceived job satisfaction and job performance of black administrators in higher 
education, and only for that purpose. 
Please answer all of the questions truthfully and to the best of your abilities. 
The Institution 
Type of Institut ion 1. EnroI Iment 1983-84 1982-83 1581-32 
a. Public ( ) a. Below 500 ( ) ( ) ( ) 
b. Private ( ) b. 500 - 1000 ( ) ( ) ( ) 
c. Undergraduate ( ) c. 1001 - 1500 ( ) ( ) ( ) 
d. Graduate ( ) d. 1501 - 2000 ( ) ( ) ( ) 
e. Church Related ( ) e. 2001 - 2500 ( ) ( ) ( ; 
f. Mon-Church Related ( ) f. 2501 - 3000 ( ) ( ) ( i 
g.- Increase in Funded ResearchS g. 3001 - 3500 ( ) ( ) ( ) 
h. Oceracing 3udcet - 1983-34 S h. 3501 4000 ( ) ( ) ( ! 
i. 4001 - 4500 ( ) ( ) ( ) 
1=82-33 $ j. 4501 5000 ( ) ( i ( ) 
k. 5001 - Above ( ) ( ; ( :■ 
1981-32 s 
1ndividua1 
Age 4. Sex 5. Married Status 
a. Under 30 ( ) a. Male ( ) a. Married ( j 







d. 51 - 60 ( ) 
s. 61 - Over ( ) 
Sa iary C. FAMILY BACKGROUND 
a. 3e tew 25,000 ( ) 7. Wh ich of the followfnq describes :he 
b. 26,000 - 30,000 ( ) educational level of your parents 7 
c. 31,000 - 40,000 ( ) MOTHER FATHER 
d. 41,000 - 50,000 ( ) 
e. 51,000 - 60,000 ( ) a. Below High School ( ) ( ) c 61,000 - 70,000 ( ) b. Some High School ( ) ( ) 
g-- 71,000 - Above ( } c. H. S. Graduate ( ) ( } 
d. Some Co 1 lege ( ) ( ) 
Î. Col lege Graduate ( ) ( ) 
3. 'What is the occupational status of your 
parents ? MOTHER rA7n£R 
a. Laborer ( ) ( ) 
b. Semi-Professiona1 ( ) { i 
c. Professiona1 ( ) ( ) 
d. Other ( ) ( ) 
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Ask yourself: How satisfied am I with this asped of my job? 
Very Set. means I am very satisfied with this aspect of my job. 
Sat. means I am satisfied with this aspect or my job. 
M means I can't decide whether I cm satisfied or not with this aspect of my job. 
Dissat. means / am dissatisfied with this aspect of my job. 












my present job, this is how ! feel about . . . 
Being able to keep busy all the time      
The chance to work alone an the job  
The chcnce to c'o different things from time to time  
The chance to be ''somebody'' in the community  
The wey my boss nancies his/her workers. .   
The competence of my supervisor in racking decisions 
Seine able to do things that don't go cccinst my conscience 
The wey my job provides for steady employment .. .. 
“he chcnce to do things for ether people 
The chcnce to tell people whet to do 
Thï chcnce to do something rhef mokes use of my abilities 
The wey company policies ere pur into pretties   
.V«y pay end the cr.ount of work I 'do 
The chcncss for advancement an this job 
'he freedom to use my own judgment 
The chance to try my own methods of doing the job 
V-ry 
Oiiiaf. Oiiicf. N 
□ □ □ 
Very 
Sat. Scr. 
; I f~| 
17. The working conditions 
i 3. The way my ca-werkers ger clang with each other 
19. The praise I get for doing a good job 








Dr. D. J. Weiss 
University of Minnesota 
Minneapolis, Minnesota 55455 
Dear Dr. Weiss: 
My name is Joyce C. Irons, and I am a doctoral student at Clark Atlanta University. 
Presently, I am writing my dissertation on the topic: 
An Analysis of the Effect of Downsizing on Job 
Satisfaction of Survivors in Educational Institutions 
and Selected Corporations: Implications for Counseling 
I am interested in modeling my study after the one conducted by you and your associates. 
I would appreciate it if I could receive a copy of the instrument that you used to collect 
your data. If it contains items that will be of use to me in my study, with your 
permission, I would like to use it in my research. 
Any suggestions, comments, advice, etc. that you can give will be greatly appreciated. 
I can be reached at (404) 880-6008, days, or (404) 699-7501, evenings. My fax number 
is (404) 691-0910. Correspondence can be forwarded to me at: 
Clark Atlanta University 
Psychology Department 
223 James P. Brawley Drive 
Post Office Box 266 
Atlanta, Georgia 30314 
The target date for presenting my proposal to my committee is November 30, 1995. I 
look forward to hearing from you prior to this date. 
Thank you for your assistance. 
Sincerely, 




Dr. Bruce Thyer 
University of Georgia 
Athens, Georgia 306602 
Dear Dr. Thyer: 
My name is Joyce C. Irons, and I am a doctoral student at Clark Atlanta University. 
Presently, I am writing my dissertation on the topic: 
An Analysis of the Effect of Downsizing on Job 
Satisfaction of Survivors in Educational Institutions 
and Selected Corporations: Implications for Counseling 
I am interested in modeling my study after the one conducted by you and your associates. 
I would appreciate it if I could receive a copy of the instrument that you used to collect 
your data. If it contains items that will be of use to me in my study, with your 
permission, I would like to use it in my research. 
Any suggestions, comments, advice, etc. that you can give will be greatly appreciated. 
I can be reached at (404) 880-6008, days, or (404) 699-7501, evenings. My fax number 
is (404) 691-0910. Correspondence can be forwarded to me at: 
Clark Atlanta University 
Psychology Department 
223 James P. Brawley Drive 
Post Office Box 266 
Atlanta, Georgia 30314 
The target date for presenting my proposal to my committee is November 30, 1995. I 
look forward to hearing from you prior to this date. 
Thank you for your assistance. 
Sincerely, 




January 11, 1966 
Dear Sir/Madam: 
I am a doctoral candidate in Counseling and Psychological Services at Clark Atlanta 
University. I invite you to participate in a study of survivors of downsizing. For the 
purposes of this study the participants must meet the following criteria: (1) must be a 
survivor of at least one round of downsizing; (2) have at least five years of tenure with 
the organization; and (3) must have at least a bachelor’s degree. The questionnaire will 
take only approximately five minutes to complete. 
The purpose of the study is to learn more about the nature of downsizing and job 
satisfaction of employees left behind (survivors) in universities and corporations. The 
public is becoming increasingly concerned about the vital effect that downsizing is having 
in our educational institutions and in corporate America. This study seeks to analyze and 
explain how survivors are faring in these organizations. The findings will be used in an 
analysis of anxiety and job satisfaction of survivors for my dissertation. 
A questionnaire is enclosed for your convenience in providing the requested information. 
Please respond to all questions and choose only one answer to each question. Do not 
sign your name. You can be assured that all information will be treated in a 
professional and confidential manner. 
Please mail the questionnaire today in the self-addressed, stamped envelope. Thank you 
for your assistance. 
Yours truly, 
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